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ABSTRACT
The study investigated the acceptance of electronic (e-learning) based instruction 
in selected South African companies based upon the dominants of e-learning 
acceptance that included computer self-efficacy, perceived usefulness, perceived 
ease of use and behavioral intention to use. A quantitative research methodology 
was conducted on a sample of male and female trainees in selected South 
African companies using e-learning as a mode of instruction (N=191) using the 
“E-learning Acceptance Measure” by Ong and Lai (2006).  
Analysis of variance was used to determine whether the biographical 
characteristic of gender could account for any differences towards the 
determinants of e-learning acceptance. Multiple stepwise regression was used to 
determine differences between dominants of e-learning acceptance and gender. 
The results of the study showed that there were no statistically significant 
differences in mean between men’s rating of computer self-efficacy, perceived 
usefulness, perceived ease of use and behavioral intention than that of women. 
In terms of influences, the results show the existence of influence between 
certain dominants of e-learning acceptance however no gender differences were 
found in influence. Recommendations were made based upon these results on 
how South African companies can help trainees accept and use e-learning.
(Keywords: e-learning, computer self-efficacy, perceived usefulness, perceived 
ease of use, behavioral intention to use, gender)   
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CHAPTER 1
INTRODUCTION TO THE RESEARCH PROBLEM
1.1     Introduction
In this research the use of electronic learning (e-learning) in selected South 
African companies will be explored. The purpose of this chapter is to give an 
outline with regard to the background, problem statement and research aims. 
Further, the chapter introduces the theoretical departure of the research as well 
as a design and methodology. The chapter is concluded with an outline of the 
chapters that follow.
1.2     Background of the study
South African human resources managers are faced with myriad challenges 
within their scope of operation especially in the aspect of training. According to 
Gerber, Nel and Van Dyk (1999) the country is facing a serious shortage of skills 
while on the other hand a high rate of unemployment prevails among the 
unskilled labour force. With this in mind a need exists to build more cost-effective 
and efficient workplace learning environments to meet individual and 
organizational objectives, requiring organizations to educate and train employees 
(Govindasamy, 2002).
The extent to which an organization manages and develops its people is critical 
to its very success. In business the training task falls within the function of human 
resources management. Interestingly enough human resources management is 
a sub-field of Industrial Psychology (Gerber, Nel & Van Dyk, 1999). According to 
Gunnigle, Morley, Clifford and Turner (1997) the core activities of human 
resources management are strategy and organization, employee resourcing, 
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reward management, employment, personnel administration and employee 
development. The training function falls in the employee development activity.
Electronic learning (e-learning) is a major trend rapidly growing, with an 
increasing number of organizations adopting it and replacing traditional 
instruction methods of training (Simmons, 2002). Companies are using e-learning 
in the industry to attain a competitive advantage and deliver knowledge to all of 
their employees (Massie, 1999). The reason for use of e-learning in industry 
revolves around the following added benefits: 
 It allows for instant scoring and feedback of results to learners (Hill, 2000),
 it successfully breaks the limitations of time and space and creates 
benefits,
  reduces costs,
  regulatory compliance, 
 meets business needs,
  retraining of employees,
  low recurring costs, and customer-support costs (Barron, 2000; Gordon, 
2003).
The South African workforce is diverse. Diversity refers to the many different 
ways in which people in organizations differ (Day, 1995). This could be on the 
basis of population group, culture, gender, spirituality, language, disability, 
sexuality and age (Hopkins, 1997). 
It can be a potential asset to the organization (Miller, 1998). It is the nature of 
these diverse employee roles and relationships that impact task performance and 
determine competitiveness (Pemberton & Herriot, 1995). Cox (1993) adds to the 
debate that people can reach their full potential when diversity is valued. It is 
therefore proposed that a study be done investigating the usage of e-learning in 
selected South African companies. The study will especially focus on how males 
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and females perceive e-learning usage. Knowledge from this study can act as a 
guideline for training and career development.
1.3    Problem statement
The policies from the post apartheid era have lead to an inequality in the present 
day workplace largely affecting black women and black people (The South 
African Government Gazette, 1997). Added to this is the fact that the South 
African workplace is becoming progressively diverse as a result of the changing 
socio-political climate (Human, 1996), and moral obligation as well as
employment legislation (Hopkins, 1997). The human resources function needs to 
cater for the unique needs of the diverse work force by taking the employees’ 
social, economic and psychological needs into consideration (Editor, 1995).
The gender gap in computers has interested computer and social scholars since 
the early 1980s and various factors associated with gender differences have 
been explored in the education research literature. Much, although not all, 
research finds that males are more experienced with and more positive about 
computers than females (Durndell & Thomson, 1997; Whitely, 1997). If this is a 
fact, companies may expect a problem during learning transfer when using e-
learning as a tool.
As stated earlier e-learning is fast becoming a tool to train soft skills in South 
Africa (Deller, 2001) and given the growing importance of self-managed learning, 
understanding metacognition (self-monitoring and self-regulation of abilities) is 
becoming an area of increasing research interest (Renner & Renner 2001; 
Zimmerman & Schunk, 2001). It is therefore desired to explore disparities about 
e-learning acceptance in selected South African companies. 
Findings from the research can contribute to the future use and improvement of 
e-learning in the South African context and can help management recognize and 
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develop the potential of all individuals in the workforce regardless of ethnicity, 
disability and gender.
It is envisioned that an exploration of disparities of e-learning acceptance will 
help human resource development practitioners be aware of the uniqueness of 
employees along these lines and come up with support mechanisms to make e-
learning work better for the organization. To add to this justification various 
government documentation exist that indicate the need for research in the field of 
technological innovation in South Africa and highlight the following:
 the need for research to facilitate suitable technological development and 
change in the South African society and economy in general (Government 
Communications, 1996)
 the need for research to evaluate and provide insight into social responses 
and challenges in the South African society as a result of technological 
innovation (Government Communications, 1996).
A limited amount of research has been found investigating the disparities that 
exist towards e-learning acceptance more especially in the South African context. 
The undertaken research has therefore relied on literature about e-learning 
acceptance from western countries, as literature indicates that:
 Women typically display higher levels of computer anxiety than men
(Durndell & Hagg, 2002; Okebukola, 1993) and lower levels in completion 
of computer related tasks (Durndell & Hagg, 2002; Whitely, 1997).
 Research also shows the existence of gender-based differences in 
decision-making behavior (Claes, 1999; Feingold, 1994).
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 There is evidence to support the view that women show a relatively high 
tendency toward emotion (Fisk & Stevens, 1993). Most recently, 
Venkatesh and Morris (2000) proposed that women are more motivated 
by process and social factors than men.
 Venkatesh and Morris (2000) indicated that men consider perceived 
usefulness to a greater extent than women in making their decisions 
considering usefulness or productivity-related factors of a new technology, 
and that men are more driven by instrumental factors than women.
 Prior research has shown that perceived usefulness has a positive effect 
on a behavioral intention to use the technology again (Davis, 1989; 
Venkatesh, 1999; Venkatesh, 2000; Venkatesh & Davis, 1996; Venkatesh 
& Davis, 2000; Venkatesh & Morris, 2000). 
 A significant body of research finds that males are more experienced with 
and have more positive attitudes about computers than do females 
(Durndell & Thomson, 1997; Whitely, 1997). It can be said that men are 
more willing to use computers in the stage of learning.
 Finally, Reda and Dennis (1992) investigated gender-based attitude 
toward using computer-assisted learning (CAL) among university students 
and the results revealed that male students preferred using CAL 
significantly to females. 
1.4 Motivation of the study 
The purpose of the undertaken study is to create an understanding of disparities 
towards e-learning acceptance in the workplace, as well as provide insight into 
how e-learning can be optimally used in the South African work place. 
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With the above factors in mind the following research questions emanate from 
the problem statement:
 How can e-learning be conceptualized as a human resources 
management function?
 How can e-learning acceptance in a human resource context be 
conceptualized?
 How can e-learning acceptance in an empirical sample of selected South 
African companies be described?
 What recommendations can be made for future research?
1.5 Research aims
The research aims to create insight into the following in the South African 
workplace:
 to conceptualize human resource training with special reference to e-
learning as a human resource function
 to conceptualize e-learning acceptance in a human resource training 
context
 to determine e-learning acceptance in a trainee sample of selected South 
African companies.
 to make recommendations for future research
21
1.6 Paradigmatic perspective
Mouton and Marais’ (1990) model gives a framework for the research process. 
The research methodological aspects incorporated in chapter four are derived 
from this model – however the model does not provide a conceptual framework 
for training or e-learning in organizations.
An appropriate model for such research seems not to exist in organizational 
psychology or human resource management relevant literature. Therefore the 
researcher will refer to the Social Learning Theory as a conceptual departure for 
this study.
On the other hand the social learning theory says that training should offer a 
model to grab the trainees’ attention; to provide motivational properties and help 
the trainee to file away what he/she has learned for the later use (Robbins, 
2003). Social learning theory also requires that learning should take place in 
order to change behaviour. The behaviour change is necessary to engage 
individuals into the highest levels of productivity (Robbins, 2003). Work 
organizations form part of an employees’ social environment (Handy, 1999). 
Organizations use various methods to create learning transfer which is also a 
process proposed in the social learning theory (Gerber et al., 1999).
Examples of these include role playing, conferences, lectures and the new 
method on the horizon namely electronic learning (also called computer-based 
training). Further all these training methods must be evaluated in order to 
determine its effectiveness (Gerber et al., 1999).
When considering the examples given above, it can be assumed that training in 
work organizations is also a process that takes place under the umbrella of the 
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Social learning theory. While under this umbrella, the theoretical departure of this 
research takes place out of an organizational training perspective with e-learning 
as a method of instruction. The usefulness of e-learning as a method will also be 
empirically evaluated in this research.
The market of intellectual sources contains the following:
 The research is done within the conceptual framework of training 
as a human resource function within organizations (Gerber et al.,
1999)
 Electronic learning (e-learning) has become an unavoidable tool 
within organizational training environments (Deller, 2001;Simmons, 
2002)
 As suggested by Robbins (2003), an assumption of this research is 
that people learn from a model only when they recognize and pay 
attention to its critical features that are attractive, repeatedly 
available and important to the individual
 The effectiveness of the above learning acceptance lies in the 
framework of Ong and Lai’s (2006) four dimensions of learning 
acceptance named self-efficacy, perceived usefulness, perceived 
ease of use, and behavioral intent of use 
1.7 Methodological justification
The methodological justification of the study is derived from the philosophy of 
empirical science (Mouton, 2001). The empirical investigation is conducted in 
terms of the approaches to exploring perceptions of trainees towards e-learning 
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acceptance. The empirical study is supported by using a reliable instrument, 
namely “E-learning Acceptance Questionnaire” as suggested by Ong and Lai, 
(2006) when measuring the above four dimensions of e-learning acceptance as 
suggested by the said authors. 
The above departure of the research fits into the domain of Organizational 
Psychology that is a discipline that investigates behaviour in individuals, in 
groups as well as organizational contexts (Robbins, 2003). It means per 
implication that disparities in e-learning instruction may have consequences for 
individuals, groups or the organization as a whole. These consequences may 
affect performance either positively or negatively.
1.8 Hypothesis
Mouton and Marais (1990) define a hypothesis as a statement in which an 
assumed relationship of difference between two variables is stated. Within the 
framework of quantitative research, hypothesis are tested, which means that a 
statistical relationship between two phenomena is tested. 
The hypothesis that are formulated, is to determine whether any variation exists 
between gender (categorized male and female) and the  dominants of e-learning 
acceptance which include computer self-efficacy, perceived ease of use, 
perceived usefulness and behavioral intention to use. The specific research 
hypothesis are formulated are discussed in chapter 4. 
1.9 Research design
The next section will discuss the research design, aspects like research type, 
research variables, the research population and sample will be also be dealt with.
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1.9.1 Research type
The research study is conducted within the quantitative research paradigm, as it 
involves the quantification of constructs, the use of variables in describing and 
analysing behaviour or phenomena and the control for various sources of error in 
the research process (Babbie, 1992). 
In general the research can be described as both exploratory and descriptive in 
orientation, and aims to provide insight into a fairly unknown area of research 
inquiry in South Africa, while intending to provide an accurate description and 
measurement of various phenomena (Blanche & Durheim, 1999). The 
phenomena to be described are those that influence e-learning acceptance in the 
work place.
1.9.2 Research variables and concepts measured
In this research the following research variables are applicable the independent 
and the dependant variable. Gagne (1985) states that the independent variable 
are the manipulated variables and Mohr (1992) alludes that the dependent 
variable consists of the intended aims of training which are expected to result 
from exposure from the independent variable. It is proposed that the independent 
variable for this study be e-learning and the dominants of e-learning acceptance 
(computer self-efficacy, perceived usefulness, perceived ease of use and 
behavioral intention to use) are the dependant variables. The moderating 
variables for this study will be the gender of the participants which will either be 
male or female.
1.9.3 Research population
The target population consists of employees of selected South African 
companies that are using e-learning as an instruction method. The target 
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population consists of employees in the following work categories: human 
resources officers, insurance sales consultants, engineers and section 
managers. The companies identified included General Motors, Sanlam, Microsoft 
and Accenture. 
1.9.4 Research sample
The sample consists of those employees that attend computer based courses as 
a tool for human resources training. To generalize the results of the empirical 
research, a sample of 200 trainees who were exposed to e-learning in 
organizational context was obtained. To come to significant conclusions in terms 
of the sample, guidelines and significant levels suggested by Hair, Anderson, 
Tatham and Black (2006) were followed.
1.9.5 Concepts not measured in the research
For the purpose of this research the following concepts will not be measured or 
explained, but are accepted on a meta-level and as such form part of the 
research: learner attributes such as aptitude to learn (literacy) and learner 
motivation.
1.11 Research terminology
The dominants of e-learning acceptance will now be explained in brief.
 Computer self-efficacy - Theorist Bandura (1977) defined self-
efficacy expectation as the conviction that one can successfully 
execute the behaviour required to produce the outcome. In 
essence computer self-efficacy refers to conviction that one can 
complete and execute the behaviour required to produce the 
outcome using a computer.
26
 Perceived usefulness - Perceived usefulness is defined as the 
degree to which a person believes that using a particular 
technology would enhance his or her job performance (Davis, 
1989).
 Perceived ease of use - Perceived ease of use is defined as 
the degree to which a person believes that using the system 
would be free of effort (Davis, 1989).
 Behavioral intention to use - DeLone and McLean (2003) 
suggested intention to use is an attitude to repeat behaviour.
1.11 Research method
The research is of a descriptive and exploratory survey type. Phase 1 represents 
a qualitative literature overview. Phase 2 includes a quantitative/empirical 
measurement of e-learning acceptance in a sample of a population that was 
exposed to computer based human resource training in selected South African 
companies.
1.15 Data collection
The research made use of a questionnaire in data collection. The questionnaire 
is by far the most popular (Breakwell, Hammond & Fife-Schaw, 2002). 
Questionnaires in this study were given to individuals to solicit responses 
towards e-learning acceptance measures. The research made use of an internet 
based questionnaire that solicits responses from employees after they have used 
the e-learning training tool. Human resources and training managers served as 
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reference points in these organizations who explained the purpose of the 
research and the instructions on how to complete the questionnaire.
1.16 Data analysis
The unit of analysis for the research is gender and the computer program SPSS 
(Statistical Package for the Social Science, 1998) (Nie, Hull, Jenkins, 
Steinbrenner & Brent, 1975) was used for data analysis. The computer 
programme was used to firstly obtain descriptive statistics and reliability 
coefficients for the e-learning Acceptance measure. Secondly with regard to the 
one way interrelationships between variables, correlation analysis is performed 
for the variables. In this case computer self-efficacy was compared on how it 
influences perceived usefulness and perceived ease of use; perceived 
usefulness how it influences behavioral intention of use and perceived ease of 
use.  
Relationships explored in these analyses include gender with computer self 
efficacy, gender with perceived usefulness, gender with perceived ease of use 
and gender with behavioral intent of use. Finally a regression analyses was 
performed to determine the relationships between variables
1.17  Ethical considerations
Ethical issues will be critical in conducting this research. Research ethics refers 
to the appropriateness of the researcher’s behaviour in relation to those who 
become subject to the research, or are affected by it (Saunders, Lewis & 
Thornhill, 2000).
Some of the general issues that will influence the study are:
 the privacy of participants 
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 the voluntary participation of respondents 
 the consent and deception of participants
  the behavior and objectivity of the researcher (Saunders et al., 2000)
1.15 Chapter layout 
It is envisaged by the research will include the following chapters:
Chapter Outline           
                  
Chapter 1: Introduction and general orientation of study  
Chapter 2: HR Training: E-learning
Chapter 3: E-learning acceptance 
Chapter 4: Research methodology        
Chapter 5: Results                                 
Chapter 6: Conclusions, limitations & recommendations 
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CHAPTER 2
HUMAN RESOURCES TRAINING:  E-LEARNING
2.1 Introduction
The first research aim listed in chapter 1 is to conceptualize human resource 
training with emphasis on electronic learning (e-learning). This chapter gives a 
brief overview of the role of human resources management in an organization as 
well as its contribution to the production process. A brief explanation of various 
human resource training techniques is given, followed by electronic learning as a 
contemporary mode of instruction in South African organizations. The chapter will 
then explore the various means in which an organization can evaluate e-learning 
in the work place. This chapter is concluded with an evaluative summary. 
2.2 Human Resources Management
The following section will explain the meaning of the term human resources 
management by referring to numerous authors. The section will also discuss the 
importance of human resources management and the role this function plays 
with-in an organization.
Human resource management is the organizational function that constitutes 
training management as well as an instruction technique such as e-learning. 
Therefore, it should be defined in terms of the employee development function its 
stands for. Numerous authors have been consulted to come up with a clear 
concise and working definition of human resources management. 
According to Storey (1995) “human resources management is a distinctive 
approach to employment management which seeks to obtain competitive 
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advantage through the strategic deployment of a highly committed and skilled 
workforce, using an array of cultural, structural and personnel techniques.”
Armstrong (1999) defines human resources management as “a strategic and 
coherent approach to the management of an organization’s most valued assets –
the people working there who individually and collectively contribute to the 
achievement of its goal.”
Swanepoel, Erasmus, van Wyk and Shenk (2002) define human resource 
management as:
“a field of study, theory and practice that is taken to be part of management 
concerned with all the factors, decisions, principles, strategies, operations, 
practices, functions, activities, methods, etc. related to employees in 
organizations, and all the dimensions related to the people in the employment 
relationships, and all the dynamics that flow from it, all aimed at helping to ensure 
continuous organizational success through ‘good fit’ employment relationships- in
a turbulent and ever changing environmental condition.”
Finally Goss (1991) treats human resources management as a diverse body of 
thought and practice, loosely unified by a concern to integrate the management 
of personnel more closely with the core management activity of organizations.
The definitions from various authors have tried to explain the term human 
resources management. For the purpose of this research human resources
management will be viewed as an approach (Storey, 1995), that uses people to 
achieve organizational goals (Armstrong, 1999). The previous section gave 
definitions of human resources management from various authors. The next 
section will now discuss the strategic role of human resources management in 
the workplace.
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2.3 The role of the Human Resources Management function
Human resources management plays many key roles to the organization. 
According to Swart, Mann, Brown and Price (2005) the human resources function 
is a source for attaining a competitive advantage over business success. 
Amongst the role of attaining a competitive advantage are issues of the human 
resources function aiming to come up with strategies and programmes targeted 
at improving the effectiveness of the organization (Engelbrecht, Erasmus & 
Sivasubramaniam, 1999).
Davis and Meyer (1998) supports this view and highlight that human resources 
management is a useful way of developing future talent in the organization hence 
attaining for a competitive advantage. Finally Jones & David (2000) show the 
vital importance of human resources by telling a quotation from the managing 
director of British Chrome and Steel who once stated: “there is no other source of 
competitive advantage! Others can copy our investment, technology and scale –
but not the quality of our people.”
Cascio (1992) suggests that today’s organizations must gain competitive 
advantage through the effective utilization of their human resources. Competitive 
advantage may be defined as the “asymmetry or differential in any firm attribute 
or factor that allows one firm to better serve the customers than others and 
hence create better customer value and achieve superior performance” (Ma, 
1999).  
From a functional approach, human resources management is a staff function, 
with the aim of helping other functional managers to apply and utilize the most 
important production factor, human resources, as effectively as possible within 
the organization (Nel, van Dyk, Haasbroek, Schultz, Sono & Werner, 2004).
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According to Erasmus and van Dyk (2003) an organization consists of various 
subsystems that pursue the achievement of organizational objectives by means 
of different organizational processes. These enterprise sub-systems are 
organized according to the unique needs of each enterprise, and usually include 
sub-systems such as marketing, production, financial, and human resources, as 
well as labour relations (Nel et al., 2004). 
Nel et al. (2004) offers a diagram explaining the different managerial functions 
found in a typical organization. According to figure 1 on page 23, the human 
resource department has equal status as an organizational function, and such 
department plays a significant role in employee development and welfare issues. 
Figure 1 shows a typical organizational structure according to business functions. 
The human resources manager according to Nel et al. (2004) reports to the 
general manager. However the human resources manager is in charge of 4 sub-
functions which include labour relations, recruitment and selection, training and 
compensation. It is within the sub-function of training where issues concerning e-
learning instruction are organized.
The training section as shown in figure 1 is hosted by the human resource 
department and is responsible for employee development via instruction 
techniques such as e-learning. Thus, a discussion of training management as a 
human resource function should be considered in the next section.
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Figure 1: The place of human resources management function in an 
organization
Source: Adapted from Nel et al. (2004)
2.4 TRAINING MANAGEMENT
The following section will discuss the historical development of training 
management as a part of the human resources function as shown by figure 1. In 
addition the section will define training management, its importance, and the 
types of techniques to training. Finally the section will introduce e-learning as 
training tool in the work place.
General Manager
Marketing 
Manager
Production 
Manager
Human 
Resources 
Manager
Manager
Labour Relations
         Manager
Compensation
Manager
Training and 
Development
Manager
Recruitment, 
Selection & 
E -learning
34
2.4.1 History of training management
Before one can understand training as a part of the human resources function, it 
is essential we trace its historical roots. As man invented tools, weapons, 
clothing, shelter and language, the need for training became an essential 
ingredient in the march to civilization (Craig, 1976).
Man now had the ability to pass on to others the knowledge and skills gained in 
mastering circumstances – through this the development process called training 
was administered; and when the message was received by another successfully, 
learning took place and knowledge or skill was transferred (Craig, 1976).
It is believed that man began amassing knowledge at the beginning of the Stone 
Age and the date 1750 was selected by many as signaling the close of the first 
period of man’s knowledge accumulation and the beginning of a new phase. 
Technical and mechanical inquisitiveness took a tremendous spurt in 1750, 
resulting in the doubling of human knowledge in only 150 years to about 1900 
(Craig, 1976).
The following 50 years the knowledge spurt doubled again – within the 1950’s 
saw the first rocket being fired and again the sum of knowledge doubled. A new 
problem now existed – “the fallout” of information no longer valid or pertinent 
grew to threatening proportions this rapidity of change resulted in a dramatic 
challenge to training – a challenge of both addition and subtraction (Craig, 1976).
Apprenticeships were developed largely due to the fact that the skills and 
knowledge of the crafts could be transmitted only by direct instruction. These 
were mainly a system whereby an experienced person passed along knowledge 
and skills to the novice, who after a period of apprenticeship became a 
journeyman or a yeoman (Craig, 1976).
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Another development was the formation of guilds, which were associations of 
people whose interest or pursuits were the same or similar. The basic purpose 
was mutual protection, assistance, and advantage (Craig, 1976).
The nineteenth century ushered in an era of social legislation and, with it, 
sizeable changes in the concept of the worker’s organization. In the United 
States, early seeds of vocational education were planted in the form of craft 
training in such areas as gardening and carpentry (Craig, 1976).
A change resulted from the transition from an agrarian to an Industrial economy
and this had effects on the organization and the working of society. The agrarian 
economy was based upon the use of agriculture as a source of sustenance for 
people and this period is believed to have been from 1750 to 1850. The industrial 
economy refers to a period of the introduction of complex mechanization in 
production (Answers, 2006).  The transition from the agrarian to an industrial 
economy in the United States is evidenced by the rapid increase in the number of 
patents issued by the United States Patent Office.
An average of 77 patents were issued between 1790 and 1811, and an average 
of 192 patents per year between 1812 and 1817. After that there was a startling 
spurt to a figure of 540 in the year 1830. Just 30 years later, in 1860, the average 
was 4819 (Craig, 1976). By 1886 many manual training schools were 
established.
According to Wikipedia (2006) in 1892 the term “distance education” was first 
used in a University of Wisconsin catalog for the 1892 school year. By 1909 the 
book The Machine Stops by E.M.Forster was published, which described an 
audio/video communication network being used to deliver a lecture on Australian 
music to a remote audience.
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Almost eleven years later Sidney Pressey, an educational psychology professor 
at Ohio State University, developed the first "teaching machine." This device 
offered drill and practice exercises, and multiple choice questions to test trainees. 
In 1929 M.E. LaZerte, Director of the School of Education, University of Alberta, 
developed a set of instructional devices for teaching and learning. LaZerte 
developed several devices and methods to minimize instructor/testor 
involvement, so as to increase the likelihood of gathering data in a consistent 
manner, one mechanical device that he developed was the "problem cylinder" 
which could present a problem to a student and check whether the steps to a 
solution given by the student were correct (Wikipedia, 2006). 
In 1953 the University of Houston offered the first televised college credit classes 
via KUHT, the first public television station in the United States of America. The 
live telecasts ran from 13 to 15 hours each week, making up about 38 percent of 
the program schedule. Most courses aired at night so that students who worked 
during the day could watch them. By the mid-1960s, with about one-third of the 
station's programming devoted to education, more than 100 000 semester hours 
had been taught on KUHT (Wikipedia, 2006). 
.
Between 1953 and 1956 B.F. Skinner was instrumental in developing 
“programmed instruction" and an updated "teaching machine" (Skinner, 1958). In 
1956 Gordon Pask and Robin McKinnon-Wood developed SAKI, the first 
adaptive teaching system to go into commercial production. SAKI taught 
keyboard skills and it optimized the rate by which a trainee keyboard operator 
learned by making the difficulty level of the tasks contingent on the learner's 
performance. As the learner's performance improved the rate of teaching 
increased and instructional support was delayed (Wikipedia, 2006). 
37
Almost twenty two years later at Stanford University Patrick Suppes developed 
computer-based courses in logic and set theory that were offered to Stanford 
undergraduates from 1972 to 1992. By 1989 Tim Berners-Lee, then a young 
British engineer working at CERN in Switzerland, circulated a proposal for an in-
house online document sharing system which he described as a "web of notes 
with links". After the proposal was grudgingly approved by his superiors, he 
called the new system the World Wide Web more known as the internet. Ten 
years later at Stanford University CourseWork, a web-based, problem set 
manager, was developed by the  Stanford University's Learning Lab. It formed 
the core of the CourseWork CMS. This version supported authoring, distribution, 
completion, and reviewing of automatically graded assigments by students and 
instructors – thus began the start of electronic based learning (Wikipedia, 2006).
 The afore-mentioned historical events gave rise to the concept of training in the 
human resource environment as known today. “Training” will be conceptualized 
in the next section beginning with definitions from various authors. The section 
will then explain the signifincance of training from a business perspective and 
conclude by giving the various methods of training available.   
2.4.2 Defining the concept of training 
Buckley and Caple (2004) define training as a planned and systematic effort to 
modify or develop knowledge/skill/attitude through learning experience, to 
achieve effective performance in an activity or range of activities. Training plays a 
very important role to the future world of work (Brownstein, 2001) 
The main objective of training is to “increase employee competencies” (Schuler & 
Jackson, 2006). There is a need to differentiate terms used in the training field 
and these terms are development and socialization. Development refers to 
activities intended to improve competencies over a longer period of time in 
anticipation of an organization’s future needs (Schuler & Jackson, 2006). 
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Training is a socialization process that serves the purpose of teaching employees 
about the organization’s history, culture and management practices (Schuler & 
Jackson, 2006). Through socialization, new employees learn how things are 
done in the new environment, including things that are not written down in any 
policy or procedures manual (Riti, 1997). The next section explores the 
significance of training in the work place. The importance of training to the 
organization will be explained from the perspective of the employee and from an 
overall organizational perspective.
2.4.3    Significance of training 
Even though companies are often reluctant to invest in training because of high 
employee turnover and low commitment (Gordon, 2003), the training function can 
also help solve organizational problems. Most people will have to continuously 
learn new skills (Cetron, 1999). The employee of the future will be adamant and 
passionate with the aspect continuous self – improvement mandatory (Senge, 
1993) hence emphasizing the importance of organizational training.
Training plays an important pivotal role in the organization. Craig (1976) believes 
training can reduce the gap between actual performance and what is needed (the 
standard) and it does so by changing the behaviour of individuals.  Training does 
this through the transfer of what has been learnt. According to Analoui (1994) this
intent of change in behaviour ought to be regarded as a process which is initiated 
in the learning environment with the intention of it being extended to the job
Schuler and Jackson (2006) highlight that improving the competence of the 
workforce is one way that training and development can create a competitive 
advantage in the global world. To boost competitiveness, many corporations are 
energetically training and retraining their workforce (Margison, 2000).
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In his famous pocket book Fleming (2001) tackles the question to why it is 
important to train employees. The overarching reason, he believes is because of 
the need to survive in the competitive global world. 
For organizations to achieve competitive advantage and survive, it is argued that 
organizations need to develop their learning capacity, and manage their 
individual and collective learning processes, becoming learning organizations 
and engaging in knowledge management (Argyris & Schon, 1978; Nonaka, 1991; 
Senge, 1993).
Training is also important as it helps increase the development of organizational 
cohesiveness and employee commitment. It is also a way employers address 
employee needs and help ensure long term employability of an organization’s 
workforce (Tannenbaum, 2002).
Furthermore Buckley and Caple (2004) believe that training can help trainees 
gain greater intrinsic and extrinsic job satisfaction. The former referring to job 
satisfaction from performing a task well and from being able to exercise a new 
repertoire of skills. The latter refers to using training as a means of getting extra 
earnings accrued through improved job performance and enhancement of career 
and promotion prospects.
2.4.4  Methods of training
Gerber et al. (1999) identify the different types of training methods and 
techniques at the disposal of the organization. Table 1 on page 31 is adapted 
from the works of these authors and highlights the various methods of training.
Table 1 shows the different methods available at the disposal of the human 
resources function in training employees.  Each of the methods offers 
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advantages and disadvantages, however this is dependant on the goals of the 
training program, the abilities of the trainees and the nature of the information to 
be learnt (Schultz & Schultz, 2006). Gerber et al. (1999) suggest that nature of 
the trainees in terms of numbers and level of ability can affect the training 
method to be used.
In essence the authors highlight in table 1 when a one-on-one session is 
necessary, a tutorial is the best training method to use. In the case where the 
training sessions aim to achieve high levels of interaction amongst trainees the 
use of case studies and business games is encouraged. Finally where lost cost 
media is needed the training can be conducted using the video mode of 
instruction.
Though table 1 shows different kinds of methods of training it is important to note 
that the human resources function can incorporate more than one method of 
training in a session for its employees. On the job training can be incorporated 
together with a lecture mode of instruction allowing for economy and positive 
transfer of training for the trainee (Schultz & Schultz, 2006).
Other job training methods outlined in table 1 like business games, buzz groups 
and simulation can encourage first exposure to employees to actual job tasks 
and stresses (Schultz & Schultz, 2006). Computer – based instruction also 
known as e-learning as outlined in table 1 is a method of training in which 
trainees learn material at their own pace and receive immediate feedback on 
their progress (Schultz & Schultz, 2006). This is achieved through the use of a 
computer which is loaded with a computer program which serves as the teacher 
allowing trainees to interact with material via the computer. Table 1 explains this 
and other methods of training and where it is appropriately used.
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Table 1: Training delivery methods and strategies
Method Description Appropriate for
Lecture a structured 
presentation, usually 
lasting an hour or longer 
Group presentations
Orienting employees to 
policies, introducing 
topics, providing 
information
Tutorial A one on one, 
structured instructional 
experience 
Individualized 
presentation
On-the-job training
Building skills, 
demonstrating how to 
use equipment
Case study A narrative description 
of a problem situation, 
usually only a sentence 
or paragraph length
The same purposes as 
tutorial
Role Play Trainees are assigned 
parts to play in a 
dramatized version of a 
case study or problem 
situation
Groups of two or more
Dealing with instruction 
about interpersonal 
situations
Game A ritualized 
representation of a job 
duty
Group instruction
Especially useful for 
developing cooperation 
or assessing leadership 
in a team setting
Simulation An extended role play or 
game
Same purposes as 
game
Buzz groups A small group of people, Use with case study, 
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assembled to identify a 
problem or problems, 
consider and select 
alternative solutions
critical incident
Taking advantage of the 
ability of small groups to 
deal with unstructured 
problems more 
effectively than 
individuals.
Panel discussion A structured or 
unstructured 
presentation on a topic, 
problem or issue by a 
group of from three to 
ten people to a larger 
group
Use with case study, 
critical incident
Taking advantage of the 
ability of small groups to 
deal with unstructured 
problems more 
effectively than 
individuals
Computer-based 
instruction
The use of a computer, 
usually a 
microcomputer, to 
present instructions.
Communicating 
information very 
efficiently but not 
necessarily cheaply.
Videotape The use of a televised 
presentation to provide 
instruction, often in a 
form that mixes 
instruction with 
entertainment.
Demonstrating effective 
interpersonal skills
Conveying information 
in an interesting (but not 
necessarily cheap) 
manner.  
Source: Gerber et al. (1999)
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This section have outlined the historical development of training management 
and gone on to define the concept of training. The significance of training in an 
organization was discussed and finally an outline of the various methods of 
training has been outlined.
The next section will discuss e-learning as a training tool. E-learning is another 
method of training delivery that forms the core of the study, therefore an in-depth 
discussion of this concept will follow in the next section.  
2.5   ELECTRONIC – LEARNING IN ORGANIZATIONS
Van wyk (1989) identifies technology as one of the macro-trends that will have a 
tremendous impact on human resources management in South African 
organizations. The purpose of this section is to explain how the technology in this 
case e–learning, affects the domain of human resources management. The 
section will begin by defining e-learning and then go further in aspects that affect 
its operation more especially in the organization.
2.5.1 Electronic learning defined
Several terms have emerged to describe e-learning and these have often been
used interchangeably and some of these terms include virtual classroom, online 
learning, computer based – training, web-based training and distance learning 
(Tsai & Machado, 2002). Electronic learning (e-learning) is flexible learning using
Information Communication Technology (ICT) resources, tools and applications, 
focusing on the interaction among the teacher and learner in the online 
environment (DOE, 2003). 
Another view states “e-learning is the delivery and administration of learning 
opportunities and support via computer networks and web-based technology, to 
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help develop individual performance and development” (Exploring e-learning, 
2002). Mullich (2004) defines e-learning as a technology that makes it possible to 
combine many formats and deliver them as integrated learning system that 
combines for example, computer – based quizzes, video, interactive simulations, 
and so on.
Finally, Electronic learning has also been known as self-directed learning 
(Piskurich, 2003). This term has been used to show that it is the learner who is 
directing and managing their learning process. Fleming (2001) has also used the 
word open or flexible learning to refer to a wide range of approaches, where the 
learner has a choice over what and how they learn, as well as the pace and the 
time to which e-learning belongs.
Essentially a working definition for the purpose of this research is taken from 
Jackson (2001) who subdivided e-learning into 1) technology – delivered e-
learning and 2) technology enhanced e-learning. The former is where the learner 
audience are never in physical proximity to the instructor and may be delivered 
via a blend of asynchronous and synchronous technologies. This is also known 
as distance education or distance learning. Technology enhanced e-learning is 
where the learner audience has the opportunity to meet face to face with the 
instructor. 
E-learning represents a different category and mode of communication which is 
likely to make a significant impact on learners and instructors since 
communication is at the heart of all forms of educational interaction (Garrison & 
Anderson, 2003). The value of e-learning in the organization is for it to be used 
as a tool to achieve specific business objectives (van Dam, 2005).
Rosenberg (2001) states that e-learning is based on the following three 
fundamental criteria: first, e-learning is networked, making it capable of instant 
updating, storage/retrieval, distribution, and sharing of instruction or information; 
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second, it is delivered to the end-user via a computer using standard Internet 
technology; and third, it focuses on the broadest view of learning that exceeds 
beyond the traditional paradigms of training.
Based on Rosenberg’s approach, e-learning offers more opportunities for 
improving problem solving capabilities, enhancing high order thinking skills, and 
achieving learning effectiveness (Chen, Lee & Chen, 2005; Liaw, 2002).
2.5.2 E-learning in organizations
This section will give an outline of how e-learning would work in the organization 
and how it fits with the human resources function of training. The chapter will be 
supported by relevant literature.
The goal of quality e-learning is to blend diversity and cohesiveness into a 
dynamic and intellectually challenging learning environment. (Garrison &
Anderson, 2003). The technology works by using a LCMS (local content 
management system). Oakes (2002) states that an LCMS is used to create, 
store, assemble, and deliver personalized e-learning content in the form of 
learning objects. 
The LCMS acts like a database that the human resources department keeps 
containing all the lesson modules (Oakes, 2002). Companies like Xerox, Texaco, 
Unisys and General Motors use the LCMS to deliver up to the minute programs 
on demand for its employees (Schultz & Schultz, 2006).
When a trainee logs in for learning all the necessary information is kept and 
stored in this LCMS for future retrieval (Oakes, 2002). The Learning Content 
Management Systems (LCMS) has ingredients that include the following (Oakes, 
2002):
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 Tracking – it is the duty of the LCMS to control the structure and the flow 
of content and in some cases the LCMS keeps a note of the changes in 
content hence providing for personalization.
 Personalized Delivery - Often the LCMS is the system that maintains 
most of the user information needed to personalize delivery – such as 
user profile, background, job functions, and preferences.
 Operational features – these are the facilities that allow for the authoring 
and content-creation capabilities, support for a wide variety of content 
formats, ability to personalize delivery of content, detailed tracking and 
reporting of capabilities, good search and browse capabilities, a database 
where everything gets stored and finally a robust model for creating and 
managing learning objects
Other terms that need to be explained include the following (Oakes, 2002):
Personalized – this simply means a piece of content offers exactly what a 
specific user needs. Catering to the individual learning needs of a user is 
important to making the learning useful. It is this ability to cater for individual 
learning needs that makes e-learning a personalized tool for instruction, Bozarth 
(2005) notes that user personalization is of prime importance to the learning 
situation and gives an example in the case where a learner needs a specific file 
within the learning system. Such a learner can request these via a computer 
generated query and where another learner needs to listen to a sound file rather 
than download a video, the e-learning system is able to meet this various 
learning demands.
Content – this term refers to content delivered electronically, almost always 
though the web but sometimes via other means such as CD-ROMS. Dull content 
no matter how it is delivered is not an affective way to teach people (Fortune 
Magazine, 2002).
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The training delivery using e-learning can either be synchronous or 
asynchronous learning. Synchronous learning is one that occurs in real time for 
example a virtual class or a conversation that occurs similar over a telephone 
(Morrison, 2003). Asynchronous learning environments allow trainees to attend 
class or participate in discussions at the user’s convenience, at any time of the 
day or night from anywhere (Morrison, 2003).
These learning delivery styles can impact trainees in the work place. Trainees 
can chose to use an asynchronous learning style where they can work at their 
own comfort – subsequently being one of the advantages of e-learning 
(Morrison, 2003). On the hand companies like General Motors have customized 
their training and need a style that can allow simultaneous interaction between 
trainers and users from various countries to be online at the same time hence 
they would opt for the synchronous learning.
2.5.3    E-learning theories 
The following section offers some suggestions of theories that can be used to 
facilitate the learning process using e-learning. The theories have been selected 
according to issues that revolve around the trainee in relation to the way they 
learn and relate to technology. Theories that will be briefly discussed are: the 
constructivism theory, the collaborative learning strategy and the blended e-
learning theory. Finally the Technology Acceptance Model will be explained as it 
relates more to the study as it concerns issues of technology acceptance in the 
realm of industrial training.
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2.5.4.1 The Constructivism Theory .
Bonk and Cunningham (1998) make the suggestion that the constructivism 
theory is a recent philosophy on learning that has implications on e-learning.  A 
major tenet of this philosophy is the active nature of learning growing out a 
learner’s experiences (Alexander & Boud, 2001). This theory helps provide a 
view to the relationship that may exist between the student (trainee), the teacher 
(the e-learning system) hence the need exists to discuss it in this section and 
how they are involved in the construction of their own learning.
Serdiukov (2001) suggested a Teacher – Computer – Student model which 
consists of some components of technology - enhanced learning (see figure 2). 
According to Eisenstadt (1995) this model has advantages because it allows for 
interaction between the concerned parties namely the teacher, the student and 
the computer. Technology qualitatively changes the relationship between people 
and the knowledge.
Student 
                  Teacher      Computer
Figure 2: Teacher – Computer – Model of Learning
                            
(Source: Serdiukov, 2001)
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The model depicted in figure 2 can lead to a greater understanding towards the 
role of e-learning in the domain of human resources management more 
especially amongst key players which include the student (trainee), teacher 
(human resources manager/ training personnel) and the computer through the 
use of e-learning. These roles will now be explained in detail and though they 
suffice in the human resources field in the workplace.
(i) The Learner
Certain pre-requisites need to exist to facilitate the learning process. According to 
Jones and David (2000) learners need to have a proficiency in computer based 
multimedia technology. The lack of technological skills among learners hampers 
the learning opportunities by the teachers and acts as a barrier to effective 
learning for students (Nasseh, 1996). 
According to Uys (1999) technological literacy is one of the foundation blocks of 
modern day learning. Uys (1999) added that both the learner and the facilitator 
need a sophisticated level of computer literacy and use. This can thus be seen 
as a first priority to facilitate e-learning in the organization – the need to make 
sure that learners have sufficient computer proficiency. Other noted learner 
requirements include the need for learners to take a greater responsibility of their 
own learning otherwise known as autonomy (Akerlind & Trevitt, 1999).
The teacher/trainer is the next link in this theory and will be discussed in the next 
section.
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(ii)Teacher – “Trainer”
The student is still in great need of the lecturer even though technology exists to 
facilitate the learning process (O’Keefe & McGrath, 2000). Laurillard (1993) 
established that interaction between teacher and learner and feedback from the 
teacher is a core element of learning which suggests that successful learning is 
all about interaction (Passerini & Granger, 1999). The main duty of the teacher is 
to manage the communication of the learners online (Coghlan, 2001).
Passerini and Granger (1999) established these interactions to be channels of 
communication between – student content, student to student, student to 
instructor, student to other hypermedia content and finally student to instructor. 
Sherson (1996) identified the teacher as occupying the role of a facilitator whose 
roles include identifying learner needs, motivating learners, providing resources, 
feedback and support to the learner. The facilitator is there to teach the learner 
how to learn and construct their own knowledge by making sense of the 
information source they have (Dede, 1996).
Sufficient literature seems to exist offering suggestions on how facilitators can 
become better in their job by experiencing the process first-hand and undertaking
an online course themselves and experience what its like from a trainee
perspective (Ambrose, 2001; Kempe, 2001; Salmon, 2000). Professional 
development activities, when preparing trainees for online facilitation, need to 
incorporate activities that support the social and collaborative learning elements 
of learning, as identified in a substantial body of the literature (De Cicco, 2002). 
(iii) Computer
Two types of network technologies affect the delivery mode of e-learning and 
these are computer and telecommunications technology (Serdiukov, 2001). 
Computer technology offers computer based courses, computerized tests, word 
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processors, graphics software, spreadsheets and databases to the learning 
process. Telecommunications technology offers distance courses, distributed 
educational resources, email, and video conferencing, bulletin boards and chat 
rooms.
2.5.4.2 The Collaborative Learning Strategy
Gokhale (1996) asserts that e-learning encourages co-operative and 
collaborative learning. This is done by creating a virtual community which refers 
to a group of people who engage in online collaborative learning. Crook (1999) 
explains that a virtual community is therefore a platform where a group of 
participants share common learning practices, they are interdependent, they 
make decisions together and identify themselves as a learning community.   An 
example of collaborative learning strategy is found in the work of Miller (1995) 
who cites Vygotsky's (1985) sociocultural theory of learning emphasizing that 
human intelligence originates in our society or culture, and individual cognitive 
gain occurs first through interpersonal (interaction with social environment) then
intrapersonal (internalization) (Miller, 1995).
Based on Vygotsky's (1985) sociocultural theory, Miller (1995) conducted a four-
year long ethnographic study to examine classroom context for open-forum 
english literature discussion. Teachers in the study promote scaffolding, 
metacognitive reflective, inquiry strategies to encourage students to think 
critically and respond to the context in which learning occurs. After one year of 
experiment, students are able to internalize the teacher-scaffolded discussion 
and reflective strategies. However, whether students adapt the strategies learnt
in the open-forum English class to other class content depend on whether the 
social contexts value or invite interaction and actively engage thinking. 
In the organizational context it can be expected that for a successful e-learning 
session to occur a relationship should exist where a social context of learning 
(environment) supports the content being taught. This study shows how social 
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environment can influence students' learning and thinking.  Within the 
organizational setting practioners must take into consideration that the 
environment can influence the learning – a conducive environment is one that 
supports and aids trainees to make a link between content and job perfomance 
(O’Neil, 2006).
Forman and Cazden (1985) observe students' discourse in solving collaborative 
problems. Their results support Vygotsky's two phases of social process. In the 
initial phase of problem solving, students encourage, support, and guide each 
other are often observed. 
In the second phase, students come to their own conclusions based on 
experimental evidence, and resolve their conflict by articulating their 
argumentation. Forman and Cazden (1985), thus, concluded that students can 
gain new strategies through peer collaboration by interpersonal discourse.
2.5.4.3 The Blended Learning Strategy
Blended learning is a new emerging trend, that combines e-learning with other 
training methods (Van der Westhuizen & Krige, 2002). Smith (1997) defines 
blended learning as an approach that uses technology combined with traditional 
learning and gives the following examples of blended learning:
 Traditional workshops or seminars in conjunction with a teleconference 
feature.
  Traditional courses with a continuing email connection or ongoing 
dialogue with the participants.
 A traditional seminar with live broadcasts to more than one site.
Bonk and Graham (2006) view blended learning as a combination of the positive 
aspects of the two learning environments, classroom-based learning and e-
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Learning. Blended learning describes a learning environment that either 
combines teaching methods, delivery methods, media formats or a mixture of all 
these. In the literature review the term is used to describe the integrated 
combination of traditional offline methods of learning with intranet, extranet web-
based or internet-based online approaches (Garavan & O’Donnell, 2003). 
Blended learning can be described as a mix of delivery methods that have been 
selected and fashioned to accommodate the various learning needs of a diverse 
audience in a variety of subjects (McSporran & King, 2005).
Blended learning combines classroom-based learning with computer-mediated 
instruction (Bonk & Graham, 2006), but it also describes learning that mixes 
various event-based activities, including face-to-face classrooms, live e-learning, 
and self-paced learning (Valiathan, 2002). 
This section has discussed some common methods and strategies that can be 
used in the e-learning context. Though much of these methods are based from 
research within academia they can also be used in the context of the work 
environment where e-learning can be used as a tool for training personnel. The 
next section will explain the technology acceptance model.
2.5.4.4 The Technology Acceptance Model
The Technology Acceptance Model (TAM) consists of two beliefs, perceived
usefulness and perceived ease of application, which determine attitudes to adopt 
a new technology. The attitude towards adoption depicts the prospective 
adopter's positive or negative orientation/ behaviour about adopting a new 
technology (Wixom & Todd, 2005).
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In essence figure 3 on page 44 tries to explain how the theory works – perceived 
usefulness and perceived ease of use are known influencers of behavioral intent 
of use and may affect perceptions and attitudes towards the e-learning system.
Figure 3: Technology Acceptance Model: Constructs 
Source: Davies et al. (1989) 
The TAM has strong behavioral elements, and assumes that when someone 
forms an intention to act, that they will be free to act without limitation (Wixom & 
Todd, 2005). In practice constraints such as limited ability, time, environmental or 
organizational limits, and unconscious habits will limit the freedom to act 
(Agarwal & Prasad, 1999).
2.5.5 Advantages and limitations of e-learning
This section explores the advantages and limitations of e-learning. In particular, 
advantages towards the individual and the organization are discussed in the next 
section, followed by the limitations of e-learning.
2.5.5.1 Advantages for the individual trainee
Perceived usefulness
Perceived ease of use
Behavioral intent to use Actual system use
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Cross (1998) has carried out substantial research into areas that affect electronic 
based learning and his work shall be cited regularly. E-learning has proven to be 
learner centered and has a way of reducing barriers imposed by location, time, 
language and disability (Cross, 1998). These barriers prove to be obstacles in 
other forms of training. E-learning offers active, exploratory, inquiry based 
learning and finally e-learning fosters creativity, analytical skills (Cross, 1998).
Other authors like McNeil, Robin and Miller (2000) cite that e-learning creates a 
unique learning experience for the learner since the technology supports the 
delivery and use of multimedia elements, such as sound, video, and interactive 
hypermedia. Marold (2002) highlights the usage of these multimedia elements
will help deliver richer content to the learner.
E-learning will enable the trainee to study independently online or take an 
instructor-led online class, which combines the benefits of self-study with those of 
more traditional classroom-based learning (Ryan, 2001). Coupled with this Ryan 
(2001) alludes that e-learning does not require extensive computer skills, 
although familiarity with computers and software (especially Web browsers) does 
help to reduce the intimidation factor (Ryan, 2001). Another advantage of 
trainees’ using e-learning is the increased proficiency and skills in computer and 
internet usage (O’Keefe & McGrath, 2000).
According to Nichols (2003) e-learning enables new expressions of education 
that can potentially combine the strengths of face to face instruction using the 
various features it offers. Schuler and Jackson (2006) also add that e-learning 
brings together employees from many locations and the tool can be used on or 
off the job in the convenience of the learner. Employees at General Motors South 
Africa can log on simultaneously with their colleagues using the same e-learning 
package in the United States of America (General Motors, 2006).
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According to Greengard (2000) e-learning can also slash travel costs and make 
training available anywhere and at anytime. Morrison (2003) sees that this is 
important especially in the volatile times one stays in more especially after 
September 11. The terrorist attacks on the twin towers in America led to  
businesses increasingly turning to e-learning virtual classrooms, peer-to-peer 
collaboration, e-mentoring and self-paced courses as they are cost-effective and 
more secure.
2.5.5.2 Advantages for the company
The time spent on training in the organization deserves attention as it may mean 
employees leave their jobs. One of the big advantages of e-learning is the 
possibility to provide dependable content and the same content for every trainee 
within the organization. This significantly reduces delivery time to the learner and 
saves the organization (Garavan & O’Donnell, 2003). E-learning will aid the 
organization in evaluating the trainees’ progress and these results can be easily 
reported to the organization (Fleming, 2001), whereas e-learning has 
advantages, it also has limitations. These limitations are discussed in the next 
section. 
2.5.5.3 Limitations of e-learning
Though e-learning may have numerous advantages this mode of learning also 
has pitfalls. According to Schuler and Jackson (2006) e-learning start-up and 
equipment costs are high. According to a survey in the September 2003 issue of 
Training magazine 39 percent of organizations responding, cited cost as a 
significant reason for limiting the use of e-learning (Hequet, 2003).
However Bozarth (2005) notes that the belief that costs of starting and using e-
learning are high is the limiting factor that is not necessarily reality. Christner 
(2003) cautions that e-learning has a lack of social presence and this could be a 
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stumbling block to learning. Christner (2003) also observed that it takes a longer 
time for trust to be established amongst e-learners.
 A dilemma is posed by the fact that the very technology that makes online 
learning possible can constitute a hurdle as online learners need certain types of 
hardware, technical support and fast internet connection (Abell & Foletta, 2002). 
Jackson (2001) eludes the problem of bandwidth as a limitation that restricts 
instructional methodologies. The ramifications of bandwidth and browser 
limitations are seen when slower performance during the e-learning process  
affects the download time of documents. 
Some authors are suspicious about the quality of e-learning material (Abell & 
Foletta, 2002). The issue here is subjecting the e-learning material to quality 
standards accreditation and legislation. In South Africa learning materials should 
comply with principles and requirements of outcome based education and 
training (OBET), National Qualifications Framework (NQF) and the South African 
Qualifications Framework (SAQA) (South Africa Department of Education, 1995)
these frameworks should improve quality.
Problems with the language in course materials, lack of confidence in the ability 
to participate in e-learning as well as resistance to change are not very relevant 
to learners and only few perceive these as barriers (Mungania, 2003). The top 
three barriers for e-learning are an over commitment to multiple roles and 
responsibilities, the interruptions at home, work or wherever one studies and the 
lack of time to study (Mungania, 2003). 
Technology barriers interfere with learning in many different occurrences. LMS 
quality, connectivity, lack of product training, lack of support, poor navigation and 
fear of loss of data are the most common obstacles. Landline broadband is not 
available everywhere while many blended e-learning courses necessitate it 
(Mungania, 2003). Trainees find it difficult to assess whether or not a course 
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fulfills their expectations, as there are no quality standards set for private e-
learning providers, other than through self administered associations (Mungania, 
2003). This research explores the use of e-learning in organizations; therefore 
the next section explains how e-learners (trainees) engage in such environment.
2.5.6 AN IDEAL LEARNING ENVIRONMENT
E-learners need some preparation before they engage into e-learning (Trotter, 
2002), this prompts for an investigation into the operation of e-learners in the 
workplace. Research in e-learning usage amongst learners’ shows that the 
learners who have used e-learning have greater engagement in the learning 
experience than in the case of the more static learning associated with the 
traditional classroom (Trotter, 2002). However the usage of e-learning requires a 
lot more consideration on the part of the learner and they are many reasons to 
why e-learners fail in the organization. 
Piskurich (2003) points out some of these reasons why e-learners fail in the 
organization and some of these notable reasons include poor course design, 
poor motivation, lack of applicability between the training material and relevance 
to the work scenario and barriers erected by the organization towards the 
learners. 
To make e-learning in the organizational context successful there must exist a 
human facilitator who is armed with content or skill expertise (Piskurich, 2003). 
The purpose of the facilitator is to lead the group in the e – learning activity using 
a design and technique based on self – directed learning, such as learner choice, 
personal learner control, selection, input and negotiations concerning goals, 
activities, application, product, and evaluation (Piskurich, 2003). Supporting this 
view by Piskurich (2003) another author Grow (1991) proposes that learners may 
progressively move from a dependant state to a self-directed state with the 
assistance of facilitators.
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Piskurich (2003) also suggests that e-learners must have motivation to be 
involved in the e-learning program. He asserts that organizations must help 
learners be ready for e-learning by making sure that they are not pushed into the 
learning for they will likely have a negative experience.
Guglielmino and Guglielmino (2003) highlight that there are two major 
components of learner readiness for successful e-learning: technical readiness 
and readiness for self-directed learning and these are vital to the success of e-
learning in the organization. 
2.5.7 EVALUATING E-LEARNING
Training can never be effective if not properly assessed (Nel et al., 2004). The 
methods of assessing e-learning cannot be evaluated using a single linear 
methodology. In other words, there is a need to build a multidisciplinary approach 
to survey individual attitudes toward e-learning (Liaw, 2002; Wang, 2003). 
The basic reason for e-learning evaluation is to find out the effectiveness, 
efficiency, or appropriateness of a particular course of action (Tzenga, Chiang, & 
Lia, 2006). E-learning effectiveness evaluation intends to highlight good or bad 
practice, detect error and correct mistakes, assess risk, enable optimum 
investment to be achieved, and allow individuals and organizations to learn 
(Roffe, 2002). Evaluation can be most effective when it informs future decisions 
(Geis & Smith, 1992) and is better used to understand events and processes for 
future actions, whereas accountability looks back and properly assigns praise or 
blame.
The measurement of e-learning must incorporate different aspects of user 
perceptions to form a useful diagnostic instrument (Wang, 2003). Additionally, 
based on Liaw’s (2002) point of view, constructing user attitudes toward 
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computer and Internet technologies can be divided into three major 
measurements: affective, cognitive, and behavioral measurements. 
The affective measurement (such as perceived enjoyment) and the cognitive 
measurement (such as perceived self-efficacy and perceived usefulness) have a 
positive effect on the behavioral measurement (such as behavioral intention to 
use e-learning as a teaching or learning tool) (Liaw & Huang, 2000).
This issue of evaluating the effectiveness of e-learning evokes a number of 
questions. Jones and Paolucci (1999) state that some of these questions include:
 What is the most appropriate technology to use? (Blended or traditional)
 In what context is this particular technology most effective?
 How effective is the chosen technology?
When these questions are fully answered it may lead to value added learning 
and achievement (Jones & Paolucci, 1999). Also when evaluating e-learning, this 
should be done in accordance with the factors that apply to the specific 
methodology used (Alessi & Trollip, 2001). The following sections will detail some 
of these methodologies by analysing the software approach, Kirkpatrick’s model, 
Garavaglia’s (1993) dimensions, Phillips (1996) logical framework, the trainee 
perspective and the formative and summative evaluation perspective
2.5.7.1 Evaluating e-learning – software approach
To evaluate e-learning, both the software and the learning process should be put 
under scrutiny. The usability of the software can be evaluated by means of 
questionnaires and interviews. The process can be analysed by evaluating the 
performance of students, attitude questionnaires and interviews (Taljaard & 
Wesson, 2000).
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2.5.7.2 Evaluating e-learning – Kirkpatrick’s (1959) model
Over the past few years, considerable studies have been undertaken primarily to 
find the dimensions or factors to be considered in evaluation effectiveness, 
however, with a specific perspective. Kirkpatrick proposed four levels of training 
evaluation criteria: (1) reactions, (2) learning, (3) behaviour, and (4) results 
(Kirkpatrick, 1959a, 1959b, 1960a, 1960b). 
2.5.7.3 Evaluating e-learning – (Philips logical framework, 1996)
Philips (1996) formed a logical framework to view ROI (return on investment) 
both from a human performance and business performance perspective. Urdan 
(2000) proposed four measure indicators, learner focused measures, 
performance focused measures, culture focused measures, and cost-return 
measures, to evaluate corporate e-learning effectiveness. Since web-based 
instruction has become the most engaging type for learning, four factors that 
affect the e-learning environment should also be identified: 
 efficacy studies, 
 technological advances, 
 pressures of competition and cost containment, 
 professional responses to market influences (Miller & Miller, 2000).
The logical framework view of evaluating e-learning provides useful insight to the 
human resources function. As highlighted in Urdan (2000) the needs of the 
learner are then used as a basis for evaluating and this includes aspects of 
satisfaction and ease use which provides information to the training department 
in as far how employees are coping with that e-learning system. The framework 
also highlights how e-learning can have financial ramifications on the business 
especially on the training function hence the need to measure the cost return for 
the organization (Gale, 1995).
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Gale (1995) highlights the impact of the cost return implication out lined in the 
Philips framework (1996) by giving an example of the American company CISCO 
who have used this framework when evaluating their e-learning. The company 
began by linking the training function to the nature of their business and placing a 
larger importance to its function. After this process, Tom Kelly, vice president of 
internet learning introduced evaluation measures one of which centered upon 
Philips framework (1996). 
2.5.7.4 Evaluating e-learning – trainee perspective
A number of aspects can be considered when evaluating e-learning in the 
organizational setting. As mentioned earlier the methods of assessing e-learning 
cannot be evaluated using a single linear methodology. In other words, there is a 
need to build a multidisciplinary approach to evaluate the effectiveness of e-
learning (Liaw, 2001; Wang, 2003).
Jones and Paolucci (1999) offer some perspectives that an organization can 
consider to evaluate e-learning. The manager may consider aspects that concern 
user friendliness as this gives a direct feedback on the trainee is finding using e-
learning as a training tool. Information considered in this perspective concern the 
trainees perception towards ease of use and clarity of instructions (Jones & 
Paolucci, 1999).
Jones and Paolucci (1999) also suggest e-learning can be evaluated by 
measuring trainee interest and reactions. The interest and reactions can help 
show whether trainees find the training to be interesting, engaging or boring.
Hamblin (1974) and Kirkpatrick (1996) offer measuring trainee reactions as a 
means to evaluate training programs. According to Buckley and Caple (2004) 
reactions help reflect trainees’ opinions, knowledge and skills in the training 
content and the degree of attitudinal objectives of the training programme if they 
have been achieved.
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However reactions have often been called “happy sheets” normally issued at the 
end of a course or a training session hence the reliability of evaluating a training 
program by measuring reactions is questionable (Buckley & Caple, 2004).
Evaluating e-learning from a trainee perspective provides useful insight to the 
human resources function. Available at the disposal of the HR function are 
numerous reaction sheets based upon employee perceptions of e-learning. 
These if properly used, can be a source of improving the actual training 
(Hamblin, 1974) and can be an indicator of whether trainees are happy or not 
with the training (Buckley & Caple, 2004).
Much literature exists in the industry and the domain of human resources on 
reaction evaluation. Morris (1984), for example, enumerated the limitations of 
reaction evaluation, whilst Birnbrauer (1987) is of the opinion that reaction to 
training cannot be validated and that there is little reason to assume, as what 
was confirmed by Alliger and Janak (1989), that in the domain of human 
resources training reaction evaluation would correlate with actual learning. Finally 
e-learning reaction evaluations can provide an overall perspective from the view 
of the user on e-learning in the organization (Jones & Paolucci, 1999).
2.5.8 Evaluative Summary
The chapter has explained the meaning of human resources management and 
outlined its place within the organization. The chapter traced the development of 
the training function component as a build up in discussing e-learning. The 
chapter has also gone to define e-learning from various authors, explain what the 
concept entails, the advantages, the disadvantages, best working practice, 
theories associated with e-learning and also look at the various  means of e-
learning evaluation. The next chapter will discuss the dominants of e-learning 
acceptance.
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CHAPTER 3
E-LEARNING ACCEPTANCE 
3.1 INTRODUCTION
Chapter 2 outlined the function of human resources management and discussed 
in great detail training management. This chapter institutes the second aim of the 
research, to conceptualize e-learning acceptance in a human resource training 
context. The purpose of this chapter is to introduce the factors influencing e-
learning acceptance namely learning styles and computer anxiety. The chapter 
will then conclude by discussing the dominants that affect e-learning acceptance 
which are perceived usefulness, computer self-efficacy, perceived ease of use 
and behavioral intent of use as outlined in the technology acceptance model 
discussed in chapter 2.
3.2 FACTORS AFFECTING E-LEARNING ACCEPTANCE
It seems that various factors may affect learning acceptance, of which some are 
not measured in this research (e.g. learning styles and anxiety). These factors 
are discussed in this section, commencing with learning styles.
3.2.1 Learning styles 
The previous chapter explained training aspects that is the process where 
information is offered or displayed to trainees. The following section will seek to 
explain the process of learning in which the individual trainee absorbs or 
processes the information gathered during training. The section will begin by 
defining the term learning and then outlines Kolb’s model on learning styles. A 
discussion on the learning styles will follow. The sooner an individual becomes 
aware of his or her dominant learning styles or method, the sooner the individual 
can effectively learn in the workplace (Erasmus & van Dyk, 2003). 
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As e-learning becomes a popular mode of instruction, it becoming common to 
refer to psychological aspects of learning, including the learning styles, to try and 
come up with means of improving e-learning in the industry (Yamazaki, 2005). 
Since learning styles may affect the acceptance of computer based instruction it 
is necessary for a section that briefly deals with aspects of the concept learning 
and issues of learning styles.
Learning in the organization is defined as activities that aim to make an individual 
understand and internalize information or develop new skills (Currie, 2006). 
Learning is a universal and essential human activity the world over (Yamazaki, 
2005). Arie de Geus (Swartz, 1992) made an observation that learning faster 
than your competitors is the only sustainable competitive advantage amongst 
organizations. This is particularly true especially when web-based learning is 
concerned. 
Learning involves the totality of human activities: feeling, reflecting, thinking, and 
doing (Kolb, 1984). Individuals are thought to develop specialized abilities and 
preferences for such activity. These specialized preferences are called learning 
styles (Kolb, 1984). Curry (2000) defined learning styles as “individual 
consistencies in perception, memory, thinking, and judgment across any stimulus 
condition.” 
Keefe (1979) illustrates that learning styles refer to cognitive, affective, and 
physiological behaviors that perform as relatively stable indicators of how people 
perceive, interplay with, and respond to their environment in learning situations. 
Early in the 20th century, Thorndike (1913) recognized the importance of these 
individual differences in learning scenarios. Yet each country never stops to 
explore and develop its own methods of learning in order to respond to the 
demands particular to its environments (Yamazaki, 2005). Understandably, the 
continuity and development of a certain learning situation fitted to each country 
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relates to the way in which learning styles vary among cultures (Yamazaki, 
2005).
The perspective that there is a relationship between learning styles and culture is 
not new and has been discussed in scholarly research for a few decades 
(Yamazaki, 2005). In earlier research Gregorc (1984) found that individuals 
learned with ease when the learning environment was compatible with their 
learning style, but learning was thought of “as a challenge, hard, or distasteful” 
when there was a mismatch. Dunn, Griggs, Olson, and Beasly (1995) conducted 
a meta-analysis of studies over a 10-year period involving 3181 students and 
concluded that matching teaching style with students' learning styles resulted in a 
measurable increase in performance.
In a similar study, Federico (1991) found that students learn more efficiently 
when pedagogical procedures are adapted to the students' individual differences. 
As computer-based instruction (CBI) becomes more prevalent in learning 
environments, it seems logical to extend the matching findings – one would 
expect the performance of individuals to vary according to the match between 
their learning style preferences and the environment provided by the CBI system. 
If so, this provides an opportunity to facilitate the optimal pairing of instruction 
and learning styles (Yamazaki, 2005). 
However learning style literature is studded with a confusing array of conceptual 
models, constructs and overlapping terminology (Cassidy, 2003).  In some 
cases, researchers are concerned with the physiological dimensions of brain 
function in the learning process (Given, 2002). For others, the key concern is 
what kind of learning environment best suits the individual (Dunn & Dunn, 1993; 
Dunn & Griggs, 2000). Finally Andrew, Pheiffer, Green and Holley (2002, p.6) 
suggest ‘The role of identifying learning styles is to act as a catalyst for 
development rather than to accept an identified style’.
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3.2.2 Learning styles against gender
The previous section highlighted literature on learning and provided a brief 
overview of literature on learning styles, the next section seeks to give an 
overview of the learning styles against gender. The variable gender was used in 
this research in support to the motivation of the study outlined in 1.4 to create an 
understanding of the disparities towards e-learning acceptance in South Africa. 
Though numerous disparities can be a cause for investigation into this study like 
age, race or educational level – a global shift exists that is prompting much need 
for research on issues of technology acceptance against gender (Brosnan, 1998; 
Durndell & Thomson, 1997; Venkatesh & Davis, 2000; Venkatesh & Morris, 
2000; Whitely, 1997). This then serves as a prime reason gender was used.
As stated earlier the next sub-section will explain the different learning styles 
between men and women citing mostly from literature and previous research. 
From the onset it should be noted that a problem exists in that mostly males 
favour the use information communication technology more than females (Betz, 
1993). However this disparity is deeper and profound and needs to be traced in 
other areas before the aspect of information communication technology.
Historically many women have lacked confidence in their ability to succeed 
academically and to pursue career- related tasks (Betz, 1993; Hacket & Betz, 
1981). The result of this lack of confidence and low esteem amongst women may 
cause psychological distress (Quimby & Obrien, 2004).
Females' lack of participation has been attributed to curriculum content that is 
biased toward males' interests (Sanders, Koch, & Urso, 1997). Since the 
invention of computers, information communication technology related activities 
have been viewed as a "male domain" (Brosnan & Davidson, 1996; Panteli, 
Stack & Ramsay, 1999) or "something for boys" (Reinen & Plomp, 1996). 
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Research in the academic field shows boys were more interested in information 
communication technology than girls, were heavier users of computers, had 
more positive attitudes about computers, and thus outperformed girls in ICT 
literacy (Reinen & Plomp, 1996, 1997; Volman & Eck, 2001). 
The problem has been made worse because of societal gender stereotyping, 
which has a substantial influence on children's self-concepts (Witts, 1997). In a 
variety of ways, the media, peers, and adults communicate and reinforce gender-
based stereotypes (Martin, Eisenbud, & Rose, 1995). Toys have a powerful 
influence on what children perceive as appropriate for boys and girls. Toys 
designed for boys tend to be highly manipulative or electronic whereas girls' toys 
are less likely to be manipulative or have interchangeable parts (Caleb, 2000; 
Sanders, 1997). 
Girls' toys also tend to feature interpersonal interaction, such as dolls, which 
encourage the development of social skills and relationships (Caleb, 2000). 
Sanders, Koch, and Urso (1997) asserts that girls who are not exposed to toys 
that encourage scientific, mathematical or technological thinking are less likely to 
develop an interest in related subject areas at school.
In a study of the interest patterns of middle school students in the United States, 
Shroyer, Backe, and Powell (1995) found that socially relevant topics were more 
appealing to girls, in contrast to boys who were more interested in how things 
work. They also found that girls were more interested in topics related to the 
environment, people, and the application of this knowledge to social conditions 
than were males.
The role of information communication technology (ICT) usage has taken a shift 
and a number of researchers argue that computing should no longer be regarded 
as a male domain (King, Bond & Blandford, 2002; North & Noyes, 2002; Whitley, 
1997). According to these authors, canonical gender gaps in the educational 
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sector are disappearing and, probably, do not have any practical importance for 
the future. 
Research into pre-service teachers' education investigated computer anxiety 
amongst these professionals. Rosen and Weil (1995) reviewed a number of early 
studies, conducted in 1985-1990, and concluded that the research conclusions 
had been conflicting. Two studies found no gender differences, while three others 
found female trainee teachers to be more anxious than males. The results of 
more recent studies tend to be more consistent with the former rather than the 
latter finding. 
Shapka and Ferrari (2003) did not observe any gender differences in computer 
related attitudes of aspiring teachers. Yuen and Ma (2002) also found no 
significant gender differences in undergraduate trainee teachers' attitudes 
towards computers. However, they observed that linear computer acceptance 
models for male and female students were different.
Several studies investigated computer self efficacy and actual ICT use of female 
and male trainee teachers. They came to a variety of conclusions. Yuen and 
Ma's (2002) study investigated actual usage of ICT and did not find any 
significant gender differences. Qutami and Abu-Jaber (1997) researched 
computer self efficacy of undergraduate trainee teachers. They did not find 
gender inequalities in total computer self efficacy and in advanced computer 
skills, but they did note significant differences in some specific low level computer 
skills in favour of males. 
Shapka and Ferrari (2003) studied several aspects of ICT literacy, including 
strategies for dealing with challenging and novel computer tasks, proximal and 
distant self efficacy, and actual performance on a computer task. They did not 
find any gender differences in self efficacy and actual outcomes from a 
challenging computer task. However, they observed significant differences in 
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students' choices of strategies when faced with a difficult computer situation. In 
particular, females were more likely to use the help function than males.
Braten and Stromso (2004) investigated Internet based learning activities and 
text processing strategies in a sample of aspiring teachers. They found 
significant gender differences in self reported learning patterns. Males indicated 
higher levels of participation in Internet based communication activities than 
females. Females reported higher levels of strategy use when learning from 
conventional texts. Research is showing that females prefer collaboration over 
competition (Chapman, 2000; Fiore, 1999; Jacobs & Becker, 1997; Sanders, 
Koch, & Urso, 1997).
Whereas this section explored learning styles between men and women, the next 
section discusses differences in computer anxiety between men and women.
Computer anxiety is an influencer of the resulting learning style that may occur 
either positively or negatively (Brosnan, 1998) hence the need to explain the 
findings from literature on this phenomena. 
3.2.2 Computer anxiety between men and women
This section shall now briefly discuss aspects that concern computer anxiety in 
relation to gender. A term that has become popular in organizations is 
“computerphobia”, which has been defined by Rosen and Weil (1990) in terms of 
a combination of affective (anxiety) and cognitive (attitudinal and worry) 
components. Brosnan (1998) alludes that the anxiety component is generally 
labelled computer anxiety (CA) and has been described as the main constituent 
of “computerphobia.” 
A variable that has appeared to predict high levels of computer anxiety (CA) is 
that of gender. Studies have found higher computer anxiety level scores in 
females than in males (Chua, Chen & Wong, 1999; Colley, Gale & Harris; 1994). 
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Other studies, however, have found no computer anxiety differences between 
males and females (Brosnan & Davidson, 1996; North & Noyes, 2002; Todman & 
Monaghan, 1994), and one study that was based in Hong Kong (Brosnan & Lee, 
1998) found a difference favouring females. The Hong Kong study raises the 
possibility of there being cultural differences in the relationship between gender 
and CA, and this suggestion receives additional support from a study by 
Durndell, Cameron, Knox, Stocks, and Haag (1997), in which higher computer 
anxiety scores were found for female students in Scotland but not in Romania. 
Furthermore, Brosnan and Davidson (1996) have combined the concepts of 
masculinisation and psychological gender, suggesting, for example, that if a sex-
typed female views the computer as “masculine”, then using a computer would 
be a cross sex-type behavior, with the likelihood of problems in terms of 
computer anxiety. 
This leads to the more general hypothesis that, in a culture in which the computer 
is viewed as a masculine domain, high scores on femininity will be associated 
with high computer anxiety, regardless of biological gender. A “culture”, in this 
proposition, may be construed as a relatively broad or local concept. Thus, 
Romania in the Communist era may have been subject to less masculinisation of 
technology than Scotland (Durndell et al., 1997) and computers may be less 
masculinised in all-female schools than in mixed-sex or all-male schools (Levin & 
Claire, 1989; Whitley, 1997). 
Other research have stated that the explanation of gender differences in the use 
of the internet between genders  can be seen as a consequence of the 
masculinist nature of computer technology in general (Kramarae & Kramer, 1995; 
Wajcman, 1991). Herring (1996) blames the differences to the enforcement of 
stereotypes that glorify men’s roles in computer usage and exclude women.
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There are indeed indications that biological gender differences in computer 
anxiety and computer performance are not found in cultures characterised by 
non-masculinisation of the computer (Brosnan, 1998; Durndell et al., 1997).
Though the research surveyed at the moment focuses on technology acceptance 
being affected by an individual’s attitude research also shows that the successful 
use of computers in a classroom scenario is also influenced by the teacher’s 
attitude towards computers (Lawton & Gerschner, 1982). Russell and Bradley 
(1997) found that male teachers reported greater confidence towards computer 
usage than their female counterparts
The previous section has outlined in brief the concept of learning by giving a 
precise definition of this concept. The section has gone further to discuss 
learning styles and seeking a linking between them and the variable of gender. 
Learning styles were also discussed and how they relate to the realm of 
information communication technology. Finally a section followed on computer 
anxiety which has been identified as an influencer of learning (Brosnan, 1998). 
The next section will deal aspects of e-learning acceptance and will explain the 
variables in the study.
3.3 DOMINANTS OF E-LEARNING ACCEPTANCE 
The following dominants of e-learning acceptance; computer self-efficacy, 
perceived ease of use, perceived usefulness and behavioral intention to use play 
a role in electronic instruction and will now be discussed in detail in the next sub-
sections. These are computer self-efficacy, perceived usefulness, perceived 
ease of use and behavioral intention to use. The E-learning Acceptance 
Questionnaire (Ong & Lai, 2006) is based upon these 4 dominants to where the 
instrument is founded and will now be explained.
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3.3.1 Computer self-efficacy
Bandura (1977) postulated a social cognitive theory that can be used to explain 
an employee’s beliefs about their capabilities to successfully perform tasks which 
are known as their self-efficacy beliefs. Bandura defined self-efficacy expectation 
as the conviction that one can successfully execute the behavior required to 
produce the outcome.
The dominant computer self-efficacy (cse) has four items that respondents must 
answer taken from The E-learning Acceptance Questionnaire (Ong & Lai, 2006). 
The developers of the instrument operationalized the instrument with the items in 
statement format and these will now be discussed.
3.3.1.1 “Never used a system like it before.”
Item cse1 of The E-learning Acceptance Questionnaire (Ong & Lai, 2006) reads, 
“I could complete my learning activities using the e-learning system if I have
never used a system like it before.”
An argument to this statement is that trainees who did not use an e-learning 
system before, will most probably respond “neutral” or in terms of “disagree” on 
this item. This is largely due to the fact that the level of self-efficacy is a primary 
determinant of various outcomes, including likelihood of undertaking a task, 
amount of expert expended in pursuing a goal, and the degree of perseverance 
in responding to challenges or barriers to progress (Uffelman, Subich, 
Diegelman, Wagner & Bardash, 2004). In essence the more time a trainee 
spends on the e-learning system the greater the self-efficacy and desire to 
complete learning activities using the e-learning system.
Further, it can be argued that people who never used it before may experience 
more anxiety and affect their subsequent performance. A meta-cognitive analysis 
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conducted by Stajkovic and Luthans (1998) highlighted the importance of self 
efficacy to a person’s motivation and performance. Low levels of self-efficacy 
have been shown to relate to poor test scores, attrition and psychological 
struggles (Multon, Brown & Lent, 1991). 
3.3.1.2 “Only the systems manual.”
Item cse2 of The E-learning Acceptance Questionnaire (Ong & Lai, 2006) reads, 
“I could complete my learning activities using the e-learning system if I have only 
the systems manual for reference.”
Research studies are beginning to show that self-efficacy Influences one’s 
motivation for academic growth and professional growth (Ponton, Edmister, 
Ukeiley & Seiner, 2001). Trainees require a level of support when using e-
learning ranging from technical support to a reference manual in the absence of 
the technical person (Bozarth, 2005). 
An argument to this statement is that trainees who had access to the training 
manual of the e-learning system would find their experience easier and hassle 
free than those who did not, and these trainees would mostly respond “strongly 
agree” or “agree” on this item. The systems manual is a resource that may aid 
trainees in their academic or professional growth, by seeing the manual as a 
means to reach a goal the trainee can gain a level of self-efficacy.
Bandura (2001) highlights descriptors of people that have high levels of self –
efficacy in that they commit to high goals and view challenges as excitement to 
spur them on helping increase their effort in activities to gain self-efficacy. These 
individuals usually persist until the goal is attained and set a higher goal upon its 
attainment. The systems manual may be used by trainees as a guideline in using 
the e-learning system and aiming for the goal of being proficient in using the 
system hence developing a level of self-efficacy. 
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3.3.1.3 “Never seen someone else using it before trying it myself.”
Item cse3 reads “I could complete my learning activities using the e-learning 
system if I had never seen someone else using it before trying it myself.” Self-
efficacy beliefs do not influence outcomes directly; rather they influence the 
psychological and behavioral traits which, in turn, influence outcomes (Pajares & 
Valiante, 1997). However, self-efficacy about ability to complete computer-related 
tasks may heighten or weaken performance. Previous computer experience may 
lead students to believe computer applications courses are easy. Heightened 
self-efficacy may cause students to expend little effort toward learning new 
computer concepts. 
Bandura (1982) stated “in approaching learning tasks, however, those who 
perceive themselves to be supremely self-efficacious in the undertaking feel little 
need to invest much preparatory effort in it.” An argument to this statement is that 
trainees would had a try on the e-learning system without consulting others 
would probably respond “strongly agree” or “agree”  to this item statement 
depending how frequently they have used the system and assuming a level of 
self-efficacy is being developed.  To add to this, it is assumed that due to the 
nature of the work-place consisting of other trainees, mimicking of behavior if 
possible, hence other trainees might favour e-learning based upon others 
perceptions and would answer “neutral” or disagree to this statement.
3.3.1.4 “The built in help facility for assistance.”
Item cse4 reads “I could complete my learning activities using the e-learning 
system if I have the built-in-help facility for assistance.” An argument to this 
statement is that trainees who did not get any help facilities from the e-learning 
system probably respond “neutral” or “strongly disagree” to this item. It has been 
noted that self-efficacy beliefs do not influence outcomes directly; rather they 
influence the psychological and behavioral traits which, in turn, influence 
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outcomes (Pajares & Valiante, 1997). The need for assistance when using e-
learning have a direct impact on the self-efficacy of trainees not as an outcome 
but as process to influence psychological and behavioral traits.
However it is not only the help facilities that may influence the development of 
self-efficacy, Chen, Gully and Eden (2001) view self-efficacy from an individual’s 
perspective as one’s competencies or capabilities in general. This is seen as 
having a profound impact on the individual as it facilitates the motivation to learn 
(Colquitt & Simmering, 1998; Phillips, 1997).  In essence it is also an individual 
input that may influence the development of self-efficacy coupled with resources 
and help facilities.
Research indicates a positive relationship between self-efficacy and motivation 
(Multon, Brown, & Lent, 1991).  Levels of self-efficacy are thought to be 
determined by such things as previous experience (success and failure), 
vicarious experience (observing others' successes and failures), verbal 
persuasion (from peers, colleagues, relatives) and affective state (emotional 
arousal, e.g. anxiety).  Self-efficacy is based on self-perceptions regarding 
particular behaviors, the construct is considered to be situation specific or 
domain sensitive (Cassidy & Eachus, 2002).
The four items in the dominant of computer self-efficacy try to measure the 
Acceptance of e-learning in a trainee in as far as computer self-efficacy is 
concerned. As suggested earlier there exist evidence indicating that women 
typically display higher levels of computer anxiety (Durndell & Hagg, 2002, 
Okebukola, 1993; Whitely, 1997) and lower levels of self-efficacy/computer self-
efficacy towards computers or the Internet (Durndell & Hagg, 2002; Whitely, 
1997). With this view in mind the researcher expects men’s rating of computer 
self-efficacy to be higher than that of women largely due to research showing that 
e-learning and technology is perceived thing as a male domain in society and
that women have high levels of computer anxiety which then lowers their self-
efficacy beliefs (Durndell & Hagg, 2002, Okebukola, 1993; Whitely, 1997).
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The next dominant after computer self-efficacy is perceived usefulness (pu). This 
dominant has four items that respondents must answer taken from The E-
learning Acceptance Questionnaire (Ong & Lai, 2006). The developers of the 
instrument operationalized the instrument with the items in statement format and 
these will now be discussed with a brief definition first.
3.3.2 Perceived usefulness
Perceived usefulness is defined as the degree to which a person believes that 
using a particular technology would enhance his or her job performance (Davis, 
1989). Previous studies in education research has examined the gender 
differences in perception of usefulness of computer technologies and found that 
male college students evaluated computers as more useful than female students 
(Koohang, 1989; Shashaani & Khalili, 2001).
More research has also shown that perceived usefulness has a positive effect on 
behavioral intention to use (Davis et al., 1989, Venkatesh, 1999, Venkatesh &
Davis, 1996, Venkatesh & Davis, 2000; Venkatesh & Morris, 2000).
There exist evidences indicating that women typically display higher levels of 
computer anxiety (Durndell & Hagg, 2002; Okebukola, 1993; Whitely, 1997) and 
lower levels of self-efficacy/computer self-efficacy towards computers or the 
Internet (Durndell et al., 2000, Durndell & Hagg, 2002; Whitely, 1997). 
As to the relationship between computer self-efficacy and perceived usefulness, 
research shows that significant influences of computer self-efficacy on outcome 
expectations were empirically examined in previous studies (Compeau &
Higgins, 1995).
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In an e-learning context, it can be said that perceived usefulness reflects a 
person’s beliefs or expectations about outcome, suggesting that computer self-
efficacy may be an important factor affecting perceived usefulness (Chau, 2001). 
The relationship between computer self-efficacy and perceived ease of use is 
based on the theoretical arguments by prior researchers (Davis, 1989;
Mathieson, 1991) and researchers have empirically examined whether there 
exists a causal link between computer self-efficacy and perceived ease of use 
recently (e.g., Agarwal & Prasad, 1999; Chau, 2001; Venkatesh & Davis, 1996). 
These indications suggest that computer self-efficacy has a significant positive 
effect on perceived ease of use for the e-learning system. Furthermore, 
researchers have also suggested the existence of gender-based differences in 
decision-making behavior (Claes, 1999; Feingold, 1994). There is evidence to 
support the view that women show a relatively high tendency toward emotion 
(Fisk & Stevens, 1993).
This section has briefly reported on the literature and research that exists 
concerning the dominant of perceived ease of use, the next section will 
operationalized the items in this dominant and link this with the research study on 
e-learning. The dominant of perceived ease of use takes effect in the research as 
it may be an influencer to attitudes of trainees towards e-learning usage and also 
literature shows how it attitudes to learning (Davis, 1989).
When trainees engage in the use of e-learning the ability to use the system with 
great use may have ramifications on their ability to use the system again based 
upon the ease of use (Venkatesh & Davis, 2000) the research then aims to study 
further how this dominant of e-learning acceptance affects trainee behavior and 
prove if true previous findings that perceived usefulness has a positive effect on 
behavioral intention to use towards e-learning (Davis et al, 1989, Venkatesh, 
1999, Venkatesh & Davis, 1996, 2000; Venkatesh & Morris, 2000).
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3.3.2.1 “Using the e-learning system improves my job performance.”
Item pu1 reads “Using the e-learning system improves my job performance.” An 
argument to this statement is that people who use e-learning as a source of 
information, tend to have a greater desire to use the tool after the first trial and 
hence would perform better than people who do not use any source at all. More 
research has also shown that perceived usefulness has a positive effect on 
behavioral intention to use (Davis et al., 1989, Venkatesh, 1999, Venkatesh and 
Davis, 1996, Venkatesh & Davis, 2000; Venkatesh & Morris, 2000). From this it 
appears that trainees, who use e-learning as a source of information, tend to 
perform better than people who do not use any source at all. In reference to the 
research it can be argued that trainees who use the e-learning more are likely to 
have a favourable choice rating on the perceived usefulness of the system and 
would chose “strongly agree” or “agree” to this item.
3.3.2.2 “Using the e-learning system enhances my effectiveness in my job.”
Item pu2: “Using the e-learning system enhances my effectiveness in my job”
Effectiveness is defined doing the rights things (Carrell, Elbert, Hatfield, Grobler, 
Marx & Van der Schyf, 1998). Research done at a Scottish power company 
supported that employee’s view e-learning as an effective tool in learning.  The 
plant delivers more than 800 courses to their employees via e-learning and 
attributes the favour of e-learning to the fact that e-learning makes content easily 
accessible for the employees and the perception that it is an effective learning 
tool (People Management, 2001). With these views in mind it is argued 
responses to this statement on the instrument would yield a “strongly agree” or 
”agree” amongst employees who perceived e-learning as being a useful training 
tool in their job.
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However other research disputes that e-learning enhances effectiveness in a job. 
According to People Management (2001) the majority of organizations who took 
part in their survey found it difficult to implement e-learning within their training 
and development initiatives as well as its effectiveness towards trainees. The 
study identified barriers to effectiveness in the workplace as being technology 
problems, lack of time for training, underestimation of resources required and
resistance of employees to engage in e-learning as well as a negative image of 
e-learning, often created by suppliers. These barriers can influence the perceived 
usefulness of e-learning in the workplace. It is assumed with findings from the 
People Management (2001) research in mind the respondents to the research 
would answer “neutral” or “disagree” to this item when they do not perceive e-
learning as being an effective training tool. 
3.3.2.3 “Using the e-learning system in my job improves productivity.”
Item pu3 reads “Using the e-learning system in my job improves productivity.” An 
argument to this statement is that trainees who have had trouble free and 
adequate access to e-learning would answer “strongly agree” or “agree” on this 
item. Research by Pollard and Hillage (2001) shows that e-learning can create a 
productive learning environment for the trainee as it allows the ability to learn 
“just in time”, at the learners pace and convenience, the provision of updatable 
material and a reduction in delivery costs. This would then support the item as it 
makes the assumption that using the e-learning system in the job improves 
productivity. 
In a study sponsored by Safari in late-2002, on technology workers, it was
reported that the greatest problem facing these workers had to stop their work 
several times a day to either look for information to do their jobs or to provide 
information to co-workers needing help. The study concluded technology workers 
spend an average of seven hours per week—more than 31 hours per month—
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looking for answers, researching issues and solutions for problems, and helping 
colleagues do the same (Adkins, 2003).
When an e-learning system was introduced to help these workers it was found 
that workers could save 3.3 hours per week when seeking for information to help 
other workers and clients from the system (Adkins, 2003). This study highlights 
how an e-learning system can help make a trainee’s job more productive.  With 
this view in mind it is assumed that most of the trainees in the research would 
answer “strongly agree” or “agree” to this item.
3.3.2.3 “I find using the e-learning system to be useful in my job.”
Item pu4 reads “I find using the e-learning system to be useful in my job.” An 
argument to this statement is that regardless of the many barriers that exist 
towards e-learning usage in the workplace, trainees can bypass these barriers by 
joining informal learning communities on-line and help in their learning (Bratton & 
Gold, 2003). Erasmus and van Dyk (2003) highlight that what makes e-learning 
useful is that it provides a host of functions to the trainee and these can help 
manage the learning process and yield results for the organization. It can be 
seen from these views that trainees use e-learning because it has a direct 
positive impact on their progress on the job. It is assumed that trainees who 
perceived e-learning to be useful to their job would answer “strongly agree” to 
“agree” on this item and those who do not perceive e-learning to be useful to 
their job would answer “neutral” or “strongly disagree.”
Further to this Schultz and Schultz (2006) are of the opinion that e-learning is 
useful to the trainee because it actively involves and engages them during the 
learning process with the hope that this will spill over to the job. Brown (2001) 
highlights a study that shows e-learning is only useful to the job only when 
trainees are actively involved and engaged in the learning content. The study 
was conducted on 78 technical employees who volunteered to take an e-learning 
course on problem solving. Some of the employees completed all their learning 
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tutorials and could be considered as being involved in their learning while the 
other group of employees partially completed some of the courses and skipped 
others.
After the course, trainees who obtained the lowest scores were found to have 
completed less than 70% of practice tutorials. Those who spent the least time on 
training also had low learning self-efficacy levels, meaning that they were not 
sufficiently confident about their ability to learn the material (Brown, 2001). These 
studies show that e-learning can be perceived to be useful to the job when an 
interaction exists between the content and the trainee’s input. Arguably trainees 
who have been actively involved in their learning would respond to this item with 
a “strongly agree” to “agree” on this item.
3.3.3 Perceived ease of use
The next dominant after perceived usefulness is perceived ease of use (pue). 
This dominant has four items that respondents must answer taken from The E-
learning Acceptance Questionnaire (Ong & Lai, 2006). The developers of the 
instrument operationalized the instrument with the items in statement format and 
these will now be discussed with a brief definition first.
Perceived ease of use is defined as the degree to which a person believes that 
using the system would be free of effort (Davis, 1989). Perceived ease of use is 
expected to influence perceived usefulness and behavioral intention to use, 
either directly or indirectly, through its effect on perceived usefulness (Agarwal &
Prasad, 1999, Davis et al., 1989, Venkatesh, 1999, 2000; Venkatesh & Davis, 
1996). On the other hand, Venkatesh & Morris (2000) found that low evaluation 
of perceived ease of use caused an increase in the salience of such perception 
in determining perceived usefulness and user acceptance decisions. 
3.3.3.1 “My intention with the e-learning system is clear and understandable.”
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Item pue1 reads “My intention with the e-learning system is clear and 
understandable.” An argument to this statement item would be trainees who find 
the e-learning system to be clear and understandable would respond with favour 
and answer “strongly agree” to “agree” since flexible access to information and 
resources are key attributes of online educational technologies like e-learning 
(Jereb & Smitek, 2006). In essence this means apart from e-learning offering the 
benefits of flexibility it should also be clear and understandable to the trainee and 
hence the need to know the intentions and attitudes towards e-learning by 
trainees. Findings from other research indicate that perceptions of relative
advantage of e-learning are significantly related to users’ intentions (Lu, Yuan & 
Liao, 2005).
The studies by Lu et al. (2005) show that trainees with prior e-learning
experience have a significant effect on use intentions. However, for trainees with 
no previous experience of using e-learning the use of the system may prove 
difficult largely due to a lack of experience and strong intentions of use. In this 
research it is expected that trainees who have used the e-learning system have 
stronger intentions than their colleagues and hence they will perceive the e-
learning system to be clear and understandable based upon this experience.
3.3.3.2 “Interacting with the e-learning system requires a lot of mental effort.”
Item pue2 reads “Interacting with the e-learning system requires a lot of mental 
effort.” An argument to this statement would yield a favorable “strongly agree” to 
“agree” amongst employees who enjoy a mental challenge in learning since 
research shows that most e-learning activities require some form of mental effort 
on the part of the learner (Barnard, 2006). It is hoped that during this period 
requiring mental effort a learner can process and make sense of the information 
and relate it to their work setting. 
Learner activities in an e-learning environment should be seen as more 
encompassing than just studying the learning materials. The learner needs to 
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perform a variety of activities that enable him or her to acquire new knowledge 
through mental effort (Barnard, 2006). It is expected that trainees using the e-
learning system with great interaction would require a lot of mental effort than 
their colleagues who do not fully interact with the system.
3.3.3.3 “I find the e-learning system easy to use.”
Item pue3 reads “I find the e-learning system easy to use.” An argument to this 
item supported by previous research by Moon and Kim (2001) points out that e-
learning systems that are easier to use will be less threatening to the individual.  
It is assumed that this item would yield a “strongly agree” to “agree” response 
amongst trainees that found the e-learning system easier to use.
In research conducted in industry Pont (2003) highlighted that the ease of use of 
e-learning is dependent upon the following; an excellent learning design, reliable 
software, e-tutor support, face to face mentoring, involvement and the presence 
of an in house mentor. In terms of the research it is expected that trainees who 
have high levels of computer self-efficacy will find the e-learning system easy to 
use as it is more than one variable that may influence the ease of use of an e-
learning system. With the views of the work of Pont (2003) the assumption stated 
earlier is further supported.
3.3.3.4 “I managed to get the e-learning system to do what I want.”
Item pue4 reads “I managed to get the e-learning system to do what I want.” An 
argument to this item is that trainees who manage to get the e-learning system 
top do the tasks required with ease would respond “strongly agree” or “agree” 
and those that found it difficult would respond either “neutral” or “strongly 
disagree.” Trainees in organizations have short attention spans due to their 
limited time and information processing resources and hence e-learning may fail 
in the organization (Engel, Blackwell & Miniard, 1990). However the successful 
trainees are those that can use their time and the information processing 
resources to facilitate learning. It is assumed that trainees who had high levels of 
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computer self-efficacy and perceived e-learning to useful in their learning would 
respond “strongly agree” or “agree” to this item.
3.3.4 Behavioral intention to use
The final dominant is behavioral intention to use (bu). This dominant has two 
items that respondents must answer taken from The E-learning Acceptance 
Questionnaire (Ong & Lai, 2006). The developers of the instrument 
operationalized the instrument with the items in statement format and these will 
now be discussed with a brief definition first.
Intentions is a proximal predictor of an action (Ajzen, 1991). According to the 
theory of reasoned action the best predictor of human behaviour is the intention 
to do so (Fishbein & Ajzen, 1975). Intentions, which reflect the effort that people 
plan to exert in order to perform the behaviour, are a function of two 
determinants, and these are firstly a person’s attitude toward the behaviour, that 
is, the positive or negative evaluation of performing the behaviour. The second 
behaviour is the subjective norm, which reflects the person’s perception of social 
pressure regarding the perfomance of the behaviour (Fishbein, 1980).
3.3.4.1 “Assuming I had access to the e-learning system, I intend to use it.”
Item bu1: “Assuming I had access to the e-learning system, I intend to use it.” An 
argument to this item is that trainees who had easy access to the e-learning 
system are more likely to reinforce positive attitudes about e-learning and are 
likely to use it again since research shows that behaviour is under the complete 
volitional control of the individual (Ajzen, 1985). Trainees that are in control of 
their resultant behaviour and had access to the e-learning system would respond 
“strongly agree” to “agree.”
However external factors need to be taken into consideration which influences 
behavioral intent and these are the availability of opportunities and resources, 
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and dependence of cooperation of others (Ajzen, 1991). In the workplace 
scenario many factors influence behavioral intent of use but the work of Ajzen 
(1991) help make the assumption that trainees who are easily have access to the 
system are likely to use it again unlike their colleagues who do not. With this in 
mind it is assumed that trainees who did not have easy access to the e-learning 
system would respond “neutral” or “strongly disagree” to this item.
3.3.4.2 “Given that I had access to the e-learning system, I predict I would use it.”
Item bu2: “Given that I had access to the e-learning system, I predict I would use 
it.” An argument to this statement as supported by research showing that 
behaviour is under the complete volitional control of the individual (Ajzen, 1985), 
would yield a “strongly agree” or “agree” response to this item to those trainees 
who had easy access to the e-learning system than trainees who did not. In the 
workplace scenario many factors influence behavioral intent of use but the work 
of Ajzen (1991) help make the assumption that trainees who are easily have 
access to the system are likely to use trainees who did not have easy access to 
the e-learning system would respond “neutral” or “strongly disagree” to this item.
3.3.5 EVALUATIVE SUMMARY 
The chapter has addressed the different concepts of learning especially literature 
on learning styles citing the work of Kolb (1984). The chapter then went to 
discuss learning styles against gender and included literature showing how 
computer anxiety affects learning even amongst males and females. The 
dominants of e-learning acceptance were then operationalized namely computer 
self-efficacy, perceived ease of use, perceived usefulness and behavioral
intention to use. These variables were operationalized detailing an expected 
outcome from the sample of trainees to the research and a brief discussion from 
literature. The next chapter explains the research methodology.
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CHAPTER 4 
RESEARCH METHODOLOGY
4.1 Introduction
This chapter introduces the methodology of the empirical study. It gives an 
overview of the design, hypothesis, population and the relevant instrument. The 
data collection process is discussed and the statistical techniques used are 
explained. The chapter is concluded with an evaluative summary.
4.2 DESIGN
As explained in chapter 1, the empirical study is of a quantitative nature. A cross 
- sectional convenience sample is used to achieve the empirical objectives. The 
survey technique of data collection is applied to gather information from the 
target population by means of questionnaires (Shaughnessy & Zechmesiter, 
1997). The research objective and hypothesis will now be discussed followed by 
a section that deals with the target population.
4.2.1 Research objective and hypothesis
The empirical objective of this study is to determine e-learning acceptance in a 
trainee sample of selected South African companies in South Africa. 
4.2.1.1 Specific research hypothesis
H1: There are statistically significant positive correlations between ratings of 
computer self-efficacy on gender.
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H2: Computer self-efficacy influences perceived usefulness of e-learning more 
strongly for women than men.
H3: Computer self-efficacy influences perceived ease of e-learning more strongly 
for women than men.
H4: There are statistically significant positive correlations between ratings of 
perceived usefulness on gender.
H5: Perceived usefulness influences behavioral intention to use e-learning more 
strongly for women than men.
H6: There are statistically significant positive correlations between ratings of 
perceived ease of use on gender.
H7: Perceived ease of use influences perceived usefulness to use e-learning 
more strongly for women than men
H8. Perceived ease of use influences behavioral intention to use e-learning more 
strongly for women than men
H9: There are statistically significant positive correlations between ratings of 
behavioral intention to use on gender.
4.3 TARGET POPULATION
Target population refers to the specific pool of cases that a researcher would 
want to study (Neuman, 2003). The target population for the research is 
influenced largely by what the researcher seeks to find out, in this case e-
learning acceptance in the work place. The target population consists of 
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companies located in South Africa that are using e-learning as a means of 
instruction.
The population consisted of 191 (N =191) employees in South African companies 
that are using e-learning as tool for instruction in the work place. The following 
considerations were taken into account in selecting the sample.
 The participating companies must be using e-learning as a training tool.
 The companies and respondents must be in South Africa.
The breakdown of the companies and the number of participants that took part 
are summarized in table 2. It should be noted that General Motors falling in the 
automotive category made the bulk of respondents with participants ranging from 
engineers to human resource practioners. Sanlam falls in the insurance industry 
cohort and provided employees from their human resources function. Accenture 
and Microsoft provided employees from their sales and support services division. 
Table 2: Breakdown of participants 
Company Industry Number of participants
General Motors Automotive    129
Sanlam Insurance Industry      41
Accenture Information Technology (IT)    17
Microsoft Information Technology (IT)      4
Total               191
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The sample will now be discussed in terms of their biographical variables to 
highlight their distribution.
4.3.1 Sample
As mentioned in chapter 1 the sample consists of those employees that attend 
computer based courses as a tool for human resources training. A total number 
of 191 respondents managed to complete the questionnaire. The sample 
consisted of employees from various ethnic groups comprising African, coloured, 
white and Indian. 
The sample was taken from the following companies General Motors South 
Africa, Accenture South Africa, Sanlam and Microsoft South Africa. The sample 
also consisted of males and females whose input is necessary to make the 
comparisons on their acceptance towards e-learning in the workplace.
It should be mentioned that the researcher aimed for a total number of 200 
respondents and this was attained. However during the process of data coding it 
was found that 9 of the questionnaires were not properly filled. The retention rate 
for the questionnaires was 96% which is quite high and well above the 
recommended 50% by Babbie (1990).
4.4 MEASURING INSTRUMENT
This section discusses the measuring instrument that was used in the survey.  
Furthermore the rationale and motivation for using the instrument will be 
considered followed by issues of interpretation, validity and reliability of the 
measure. 
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4.4.1 E-learning Acceptance Questionnaire (Ong & Lai, 2006)
The above instrument measures E-learning Acceptance in terms of its 
acceptance by individuals who attend computer based courses. The instrument 
consists of 5 sections which include a biographical section, computer self –
efficacy section, perceived ease of use section, perceived usefulness section and 
behavioral intent of use section. The questionnaire is attached as appendix”A”. 
appendix “B” consists of the letter of invitation to the companies, appendix “C” 
consists of the screen shots of the instrument and finally appendix “D” is a letter 
from the owners of the measure granting permission to use their measure.
4.4.2 Rationale and Motivation for application of instrument
A relationship exists between the following dominants of e-learning: acceptance 
computer self-efficacy, perceived usefulness, perceived ease of use and 
behavioral intention to use (Ong & Lai, 2006). The E-learning Acceptance
Questionnaire is a short, psychometrically sound measure of the dominants of e-
learning acceptance. Due to high face validity demonstrated by the 
questionnaire, the instrument assists the researcher to operationalise factors 
towards e-learning acceptance in the target organizations. The instrument is 
cheap and it gives a quantified summary of the individual trainee’s direct 
experience of e-learning’s usefulness in organizational context. Further, 
summarized raw scores generated by this instrument can be inter-correlated with 
of the respective dimensions it proposes. 
4.4.3. Nature, Administration and Interpretation
The E-learning Acceptance Questionnaire (EAQ) is a Likert five-point intensity 
scale ranging from 1 (Strongly Agree) to 5 (Strongly Disagree). The 
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questionnaire is available in two formats, a paper- and – pencil questionnaire and 
an online questionnaire. The two formats consist of the same items however 
making for convenience to respondents who may chose to complete the paper 
and pencil format or the online format,  both of these formats are self 
administered. Each respondent is required to complete one questionnaire and 
have choice to either complete the paper and pencil format or the online format.
It takes approximately two minutes to complete the questionnaire in either format. 
In the paper and pencil format the responded is expected to place an X to the 
response that best meets their description. On the online format the respondent 
merely selects a choice using their mouse and this is registered into memory.
The instrument consists of 17 items. The major sections to the instrument 
include: Section 1: biographical section which consists of 3 items, Section 2: 
Computer self-efficacy (CSE) consists of 4 items and for analysis purposes will 
be known as cse1, cse2, cse3 and cse4, Section 3: Perceived usefulness (PU)
consists of 4 items analysis purposes will be known pu1, pu2, pu3 and pu4, 
Section 4: Perceived ease of use (PUE) consists of 4 items and for analysis 
purposes will be known as pue1, pue2, pue3 and pue4 and finally section 5 
Behavioral intent of use (BU) consists of 2 items and for analysis purposes will 
be known as bu1 and bu2.
4.4.4 Validity
The instrument seems to distinguish e-learning acceptance among individuals 
who attend computer based instruction. Although no other validity indexes are 
available, a pilot study was seen to be necessary since the instrument was
previously used outside South Africa.
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The researcher made use of face validity. According to Schultz and Schultz 
(2006) this is a subjective impression of well test items seem to be related.  
Questionnaires of this study were given to 20 employees to test user-friendliness 
and whether questions make sense. And furthermore they were scrutinized with 
the help of 3 academics and 4 human resources officers in the companies under 
study to determine face validity.
The 3 academics who scrutinized the instrument offered a suggestion that a 
message of introduction be incorporated in the instrument explaining the purpose 
of the study. The panel of human resources officers suggested since the study is 
measuring a phenomena relating to learning via computer an online form be 
made available that comes up immediately after the learning session to solicit the 
learners response. From these suggestions necessary changes were made and 
adopted in the instrument. 
4.4.5 Reliability
The researcher used the E-learning Acceptance Questionnaire based upon
reliability indexes calculated by Ong and Lai (2006). The results are outlined in 
the table 3:
Table 3: Reliability of Instrument from the study by Ong and Lai (2006)
Dimension                      cse         pu         pue           bu
Cronbach’ Alpha            0.91       0.92      0.89           0.87
cse – Computer self-efficacy
pu – Perceived usefulness
pue – Perceived ease of use
bu – Behavioral intent of use
Source: Ong and Lai (2006).
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The results in table 3 show the internal consistency of the measure from the 
study by Ong and Lai (2006). Reliability of the instrument was evaluated using 
Cronbach’s alpha. All the values were above 0.80 exceeding the common 
threshold value recommended by various authors (Nunnally, 1978; Soutar, 
McNeil & Molster, 1995). 
4.5 PROCEDURE
Prior written permission to conduct the empirical research was obtained through 
the relevant personnel from the relevant 4 companies under study.  The nature of 
the sample was discussed in chapter 1. Though the study incorporated 
employees from different companies the testing formats were the same to ensure 
consistency and validity. 
The human resources managers in the relevant companies involved in this study 
received a letter outlining the purpose of the research and the procedure to be 
followed, the letter is available in Appendix “B.” After permission has been 
granted the human resources manager notifies the employees about the 
research and now acts as a middle man between the employees and the 
researcher. 
The employee gains access to the e-learning Acceptance measure which was 
available online and chooses to either complete the online edition or email their 
responses to the researcher, the screenshots for these steps are available in 
Appendix “C.”
After completing the questionnaire the employee will click a button titled “submit” 
which then sends the results to the researcher’s email address. Submissions with 
2 or more missing data are excluded from the study. Responses on 
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questionnaires are coded and captured in a computer data base. Data is 
analysed with a statistical computer program, (SPSS, 1998).
Feedback is then given to the human resource managers of the participating 
companies. Results are reported in terms of descriptive statistics. The 
quantitative procedures and statistical techniques considered for this study are 
discussed in the next sections.
4.6 STATISTICAL PROCESSING OF DATA
The statistical processing of data is presented in terms of quantitative procedures 
and statistical techniques. The data analyses took place at the Department of 
Statistics of the Nelson Mandela Metropolitan University in Port Elizabeth. The 
aid of a statistician was consulted in as far as data analysis is concerned.
The method of statistical data analysis to be used was influenced by the research 
hypothesis. Through consultations with the statistician it was recommended that 
clear hypothesis be formulated as this will guide data analysis. The computer 
program SPSS (1998) was used for data analysis. The following descriptive 
statistics were calculated:
 The mean is the sum of all squares in the distribution divided by the 
number of scores in the distribution. The calculated mean is used to 
compute the average scores that are obtained for the different 
components of the questionnaires (Kerlinger & Lee, 2000).
 The standard deviation (SD) which is the positive squared root of the 
variance of measures. The value of the standard deviation indicates how 
much the scores vary. The more the scores vary, the more heterogenous 
the sample of e-learning users will be. If the standard deviation is small, 
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the sample of e-learning users will be more homogenous (Kerlinger & Lee, 
2000).
 The ANOVA (univariate analysis of variance) is used which is a statistical 
technique used to compare means and determine on the basis of one 
dependent measure whether samples from the population with equal 
means. (Hair et al., 1995).
 The reliability of the instruments are determined respectively by 
computation of Cronbach Alpha Coefficients and Confirmatory Factor 
analysis (Hair et al., 1995).
Correlations were found to be an important part to the research as the method 
calculating correlations plays a major role in describing the results of this 
research, especially testing hypothesis H:2, H:3, H:5, H:7 and H:8 outlined in 
sub-section 4.2.1.
4.6.1 Correlation
Correlation is concerned with the degree of relationship between two or more 
variables (Nortje, 2003). The purpose of correlation is to show how much two 
variables go together or covary (Neuman, 2003). There are three main methods 
of showing the relationship between two variables, namely scatter grams, 
expectancy tables and correlation coefficients (Salville & Holdsworth, 1997). In 
this research the correlation coefficient will be used to indicate the relationship 
between gender and the dominants of e-learning acceptance namely computer 
self-efficacy, perceived ease of use, perceived usefulness and behavioral
intention to use.
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4.6.1.1 The correlation coefficient
The correlation coefficient is a statistic that provides an indication of the strength 
of relationship between two variables. The value of r gives information about both 
the strength and the direction of the relationship (Salville & Holdsworth, 1997).
The coefficient summarises this relationship as a single index that ranges from 
+1 to – 1. The + or – sign indicates the direction of the relationship, while the size 
of the correlation coefficient indicates the strength of the relationship: the nearer 
to 1, the stronger the correlation (Salville & Holdsworth, 1997).
4.6.1.2 The Pearson product moment correlation coefficient
The most powerful and commonly used of the correlation coefficients is the 
product moment correlation coefficient; it is used where a linear relationship is 
suspected between two variables (Nortje, 2003). The Pearson product moment 
correlation is based on the general principle that the higher the sum of the cross 
products (i.e. the multiplication of each person’s score on the first variables by 
the score on the second variable), the higher the correlation (Salville & 
Holdsworth, 1997).
4.6.1.3 The interpretation of correlation coefficient
For any correlation study, a correlation coefficient is obtained and the researcher 
needs to know the probability that the value could have been obtained by chance 
and therefore would not represent any real relationship between two sets of data 
(Nortje, 2003).
Statisticians have calculated the minimum values required for given probabilities 
and sample sizes. By checking the value obtained in a study against appropriate 
statistical tables, the statistical significance of the correlation can then be stated 
(Salville & Holdsworth, 1997).
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A statistical level of significance of 5% or 0.05 level would mean that a correlation 
between the dependent and dependent variable has less than five chances in a 
hundred (or one chance in twenty) of this correlation being obtained by chance 
(Salville & Holdsworth, 1997). If one reads that a correlation is significant at the 
1% or 0.01 level it would mean that there is less than one chance in a hundred of 
obtaining this correlation by chance (Salville & Holdsworth, 1997).
However researchers can never be completely certain that a relationship exists 
between two variables. There are too many sources of error to be controlled and 
some of these include sampling error, researcher bias, problems with reliability 
and validity and simple mistakes (Salville & Holdsworth, 1997).
Normally the 5% level is the minimum accepted level for inferring a meaningful 
relationship between two sets of data. However, it should be noted that the larger 
the sample, the smaller the correlation has to be to be significant at a particular 
level. This, according to Salville and Holdsworth (1997) means:
 that a high correlation coefficient may have occurred for accidental 
reasons alone, if the sample size is small in size;
 that a statistically significant correlation coefficient may not be very high 
and may therefore, by itself, not be of particular significance and 
usefulness if the sample is large
In selecting the right level to use Salville and Holdsworth (1997) make 
suggestions which are summarized in table 4 showing minimum correlation 
coefficient vales required for various levels of statistical significance over given 
sample sizes.
Table 4: Pearson Product Moment Correlation Coefficient Significance
99
Levels
Sample                                    5%                                        1%
4 0.93 0.98
5 0.82 0.93
10 0.55 0.71
15 0.44 0.59
20 0.38 0.51
25 0.33 0.45
30 0.30 0.42
40 0.26 0.37
50 0.23 0.33
75 0.19 0.27
100 0.16 0.23
200 0.11 0.16
500 0.07 0.10
1000 0.05 0.07
                          
Source: Saville and Holdsworth (1997)
The researcher can never be completely certain that a relationship exists 
between two variables. There are too many sources of error to be controlled, for 
example, sampling error, researcher bias, problems with reliability and validity 
and simple mistakes (Hair et al., 1995). A statistical level of significance of .05 
was decided on and maintained throughout the study. Although this increases 
the chances of a Type 1 error occurring, this is not regarded as critical in the 
studies of a descriptive nature where all possible differences are being sought 
(Runyon & Haber, 1988).
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4.6.2 Analysis of Variance (ANOVA) 
The analysis of variance or ANOVA will be sued to determine whether or not 
there are differences between groups of participants based upon gender and the 
dominants of e-learning acceptance. ANOVA provides a formal model of the 
differences between mean results per group and allows differences to be 
investigated (Rosnow & Rosenthal, 1996).
4.6.3 Multiple Linear Regression
Regression is a technique which allows one to assess the relationship between 
one independent variable and several dependent variables (Tabachnick & Fidell, 
1996). Multiple linear regression is an extension of correlation analysis where it is 
possible to predict a variable based on a number of other variables. Multiple 
linear regression is used in order to evaluate the impact of a change in a set of 
independent variables on a set of dependent variables (Rosnow & Rosenthal, 
1996). Multiple regression results have a measure called R-squared which 
indicates how well a set of variables explains a dependent variable. The 
regression results also measure the direction and size of the effect of each 
variable on the dependent variable (Neuman, 2003). The regression model in this 
study will be fitted in a step-wise manner, with significant independent variables 
added to the model one by one.
These statistical calculations will be performed by using the Statistical Package 
for Social Science (SPSS). Conclusions will be drawn from the results and 
recommendations will be made.
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4.7 CHAPTER SUMMARY
This chapter described the empirical study by commencing with the research
design and methodology. Other sections focused on the target population, 
measuring instruments, data processing and data reporting.
With regard to the measuring instrument, special attention was given to the 
rationale of and motivation for selecting a particular instrument, as well as the 
reliability and validity aspects of such an instrument. Discussions included the 
nature, administration, interpretation of each instrument selected for the empirical 
study. Sub-scales and dimensions of each instrument were also discussed. 
To conclude the researcher elaborated on the data collection procedure as well 
as the statistical processing and interpretation of raw and converted data. This 
chapter is a precursor of the next chapter in which the empirical results are 
discussed.
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CHAPTER 5
RESULTS
5.1 Introduction
The preceding chapter presented the research methodology. The purpose of this 
chapter is to report on the findings of the methodology explained in chapter 4. 
The chapter will begin by summarizing the biographical information by using 
descriptive statistical techniques. Thereafter the data generated by the four sub-
scales of the “E-learning Acceptance Questionnaire” will be evaluated using 
correlation coefficients. Finally the chapter will be concluded with a summary.
5.2 BIOGRAPHICAL INFORMATION
The following section will report the results of the biographical information section 
of “E-learning Acceptance Questionnaire”. The questionnaire asked the 
respondents to respond to questions about their sex, home language and 
computer experience and measure this on a 5 point scale. 
5.2.1 Respondents by gender
The sample consisted of 191 respondents who were taken from selected South 
African companies that are using e-learning as training and learning tool. As 
stated the sample had a total of 191 respondents, from this the sample consisted 
of males (n = 103) this was 54 % of the total number of respondents and females 
(n = 88) this was 46% of the total number of respondents, figure 4 summarizes 
the respondents to the research.
103
Summary of Respondents
Males, 103
Females, 88
80
85
90
95
100
105
Males Females
Gender
T
o
ta
l 
N
u
m
b
er
Figure 4: Summary of Respondents
5.2.2 Respondents by language
The major places were the research was conducted were in Port Elizabeth, 
Johannesburg and in Cape Town. The researcher sought to find out a summary 
of the respondents according to their home language. A summary of this is found 
in figure 5 and table 5.
Table 5: Respondents by language
Language group    Total    %
                                                                   
English                           107        56
Afrikaans                         59        31
Xhosa                              10          5
Zulu                                   5          3
Other                               10          5
Total                               191      100
104
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Figure 5: Respondents by language
The sample consisted of mainly English speaking respondents (n = 107). The 
second highest group was the Afrikaans speaking respondents (n = 59). The two 
minority groups in the study were the Xhosa speaking respondents (n = 10) and 
other those who spoke languages besides the three (n = 10). These findings are 
also summarized in figure 5 and table 5.
5.2.3 Participants by computer knowledge
Table 5 shows that a total of 31 percent of the participants rated computer 
knowledge as being “good”. The larger proportion of the total participants rated 
their computer knowledge as being “good” yielding a tally of 48 percent. A 
smaller fraction of the total number of participants rated their computer 
knowledge to be “average” yielding a tally of 17 percent. Finally only 4 percent of 
the participants rated their computer knowledge as being “average”.
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A comparative total of 60 participants rated their knowledge as being “Very well.”
The term “Very well” would refer to participants who have adequate computer 
literacy and can operate on a computer with ease. Figure 6 summarizes the 
findings.
Figure 6: Participants with “Very well” Computer Knowledge against 
gender
The results show that 28 males rated their computer knowledge to be “very well” 
whereas 32 females rated their computer knowledge to be in the “very well” 
cohort. Expressed in percentages 27 percent of all the male participants rate 
their computer knowledge to be “very well” whereas 36 percent of the female 
participants rate their computer knowledge to be “very well”. 
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A comparative total of 91 participants rated their knowledge as being “good”. The 
term “good” would refer to participants who have computer literacy and can 
generally operate on a computer with ease. Figure 7 summarizes the said 
findings:
Figure 7: Participants with “Good” Computer Knowledge 
The results show that 44 males rated their computer knowledge to be “good” 
whereas 47 females rated their computer knowledge to be in the “good” cohort. 
Expressed in percentages 43 percent of all the male participants rate their 
computer knowledge to be “good” whereas 53 percent of the female participants 
rate their computer knowledge to be ‘good”. 
5.3 ITEM ANALYSIS OF E-LEARNING ACCEPTANCE INSTRUMENT  
The following section deals with the results from the item analysis done with the 
“E-learning Acceptance Questionnaire”. A definition of reliability will be outlined 
42 43 44 45 46 47
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Participants with “Good’ Computer Knowledge 
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first and then the results are summarized after in table 6 including a brief of these 
results.
Reliability is an assessment of the degree of consistency between multiple 
measurements of a variable (Hair, Black, Rabin, Anderson & Tatham, 2006). The 
same authors highlight the two main types of establishing reliability which include 
the test-retest means and the internal consistency means.
The research uses the internal consistency method to establish reliability more 
especially using the reliability co-efficient that assess the consistency of the 
entire scale with Cronbach’s alpha (Cronbach, 1990). Generally a measure of 
0.70 will be considered to be reliable and the instrument be considered effective 
(Nunnally, 1978). The computer program SPSS (Statistical Package for the 
Social Science) (Hair, Black, Rabin, Anderson & Tatham, 2006) was used to 
calculate the reliability of the Factors. To measure the variability or how widely 
the distribution of scores is spread, the standard deviation can be used. The 
standard deviation indicates the average deviation of scores from the mean 
(Cozby, 1997).
5.3.1 Scale reliability of the “E-learning Acceptance Questionnaire”
The total Cronbach reliability coefficient of the first factor computer self-efficacy is 
0.75 indicating a sufficient internal consistency (> 0.7) prescribed by (Cronbach, 
1990; Sekaran, 2000). All the scales for the computer self-efficacy factor were 
accepted for further data analysis and are summarized in table 6.
The total Cronbach reliability coefficient of the second factor perceived 
usefulness is 0.78 indicating a sufficient internal consistency (> 0.7) prescribed 
by (Cronbach, 1990; Sekaran, 2000). All the scales for the factor the perceived 
usefulness factor were accepted for further data analysis and are summarized in 
table 6.
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The total Cronbach reliability coefficient of the third factor perceived ease of use 
is 0.93 indicating a sufficient internal consistency (> 0.7) prescribed by 
(Cronbach, 1990; Sekaran, 2000). All the scales for the factor perceived ease of 
use were accepted for further data analysis and are summarized in table 6.
Finally the total cronbach reliability coefficient of the factor behavioral intention of 
use is 0.92 indicating a sufficient internal consistency (> 0.7) prescribed by 
(Cronbach, 1990; Sekaran, 2000).  All the scales for the factor behavioral
intention of use were accepted for further data analysis and are summarized in 
table 6.
Table 6: Scale reliability for E-learning Acceptance Questionnaire
Cronbach Alpha                                                  Score
Computer self-efficacy                                         0.75
Perceived usefulness                                           0.78  
Perceived ease of use                                          0.93
Behavioral intention to use                                 0.92     
All the factors used in the study were found to be reliable and met the criteria of 
sufficient internal consistency (> 0.7) prescribed by (Cronbach, 1990; Sekaran, 
2000). 
5.3 INTERPRETATION: HYPOTHESIS TESTING 
The testing of the hypothesis is going to be divided into two groups’ according to 
the statistical technique to be used. As stated in chapter 4 the research seeks to 
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test 9 hypothesis and these will be divided as follows as outlined in table 7 which 
gives a further indication in which sections of this chapter the various hypothesis
are to be interpreted and which statistical techniques to be applied. 
Table 7: Hypothesis testing
 Section              Hypothesis Statistical technique
  5.3.1                  1, 4, 6, 9 Test for statistical significance
  5.3.2                 2, 3, 5, 7, 8 ANOVA and regression
5.3.1 Testing of Hypothesis 1, 4, 6 and 9
As stated the research hypothesis are going to be tested. Hypothesis 1, 4, 6 and 
9 read as follows:
H1: There are no statistically significant positive correlations between ratings of 
computer self-efficacy on gender.
H4: There are no statistically significant positive correlations between ratings of 
perceived usefulness on gender.
H6: There are no statistically significant positive correlations between ratings of 
perceived ease of use on gender.
H9: There are no statistically significant positive correlations between ratings of 
behavioral intention to use on gender.
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Levene’s (1960) statistic indicates whether the variances of the two groups (male 
and female) can show statistical significance either positive or negative and uses 
the “f” statistic to test whether the variances of the factors are the same. A 
significance level greater than 0.05 provides support for the assumption meaning 
that statistical significance exists to support the hypothesis at a 95% confidence 
level. From table 8 in the last column it can be seen that the p-value of all the 
factors are greater than 0.05, thus the hypothesis is accepted, meaning that 
there are no statistically significant positive correlations between ratings of 
computer self-efficacy, perceived ease of use, perceived usefulness and 
behavioral intention to use on gender
Table 8: ANOVA to determine the influence of e-learning acceptance 
dominants and gender.  
Factor                                      Sum of squares        Mean     df       f          p
Computer self-efficacy (H1)
Between groups                            9.451                   9.451 1     1.156     0.284 *
Within groups                   1545.837                    8.179        189
Perceived usefulness (H4)
Between groups                            9.451                   21.192       1      2.080     0.151*
Within groups                   1545.837                    10.187      189
Perceived ease of use (H6)
Between groups                            2.057                   2.057       1        0.338       0.561*
Within groups                   1148.676                     6.978      189
Behavioral intention to use (H9)
Between groups                            2.352                   2.352       1        1.007      0.317*
Within groups                   441.874                      2.336      189
* Statistically insignificant correlation p > 0.05
In terms of hypothesis 1, 4, 6, and 9 the conclusion, based on the analyses 
above, there are no statistically significant positive correlations between ratings 
111
of computer self-efficacy, perceived ease of use, perceived usefulness and 
behavioral intention to use on gender. In essence H1, H4, H6 and H9 are 
accepted. All these hypotheses are further supported by Factorial comparisons 
shown in table 9 which show small differences in variations which could be by 
chance:
Table 9: Factorial Comparisons between men and women
                                        
      95% Confidence Interval for Mean                                        
Dependant Variable          Mean              N         Std. dev      Std. error    Lower bound   Upper Bound   
CSE*     Women              8.40         88       2.84        .30            7.80           9.00
             Men                   7.95        103      2.87        .28            7.39           8.51
              Total                  8.16        191      2.86        .21            7.75           8.57
PU**       Women              8.99         88       3.29       .35            8.29           9.69
               Men                    8.32        103      3.11        .31            7.71           8.93
               Total                   8.63        191      3.20        .23            8.17           9.09
PUE***   Women              7.83         88       2.53        .27            7.29           8.37
               Men                    7.62        103      2.41        .24            7.15           8.09
               Total                   7.72        191      2.46        .18            7.37           8.07
BU****   Women           3.80  88       1.55         .16           3.47            4.12
    Men                    3.57 103  1.51       .15  3.28          3.87
              Total                  3.68       191     1.53        .11           3.46            3.89
* Computer self-efficacy
** Perceived usefulness
*** Perceived ease of use
**** Behavioral Intention to use 
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5.3.2 Testing of Hypothesis 2, 3, 5, 7 and 8
Correlations are often observed as an intermediary step in performing a 
regression analysis. The Pearson Product-Moment Correlation Coefficient 
(Neuman, 2003) provides an indication of the strength of the relationship 
between two variables as well as the direction of the relationship (i.e. whether 
there is a positive inverse relationship.
In order to test hypothesis 2, 3, 5, 7 and 8 the Pearson Product-Moment 
Correlation Coefficients were calculated. These coefficients allow the direction 
and magnitude of the relationships between the underlying variables of the data 
to be assessed. Hypothesis 2, 3, 5, 7 and 8 read as follows:
H2: Computer self-efficacy influences perceived usefulness of e-learning more 
strongly for women than men.
In essence it is assumed that women with sufficient computer knowledge and 
aptitude are more likely to view e-learning as a useful mode of instruction and 
training. 
H3: Computer self-efficacy influences perceived ease of e-learning more strongly 
for women than men.
In essence it is assumed that women with sufficient computer knowledge and 
aptitude are more likely to manage using e-learning as a mode of instruction and 
training with ease. 
H5: Perceived usefulness influences behavioral intention to use e-learning more 
strongly for women than men.
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In essence it is assumed that women after they perceive the e-learning system to 
be a useful and valuable tool for instruction are more likely to have positive 
feelings about using e-learning again as a mode of instruction. 
H7: Perceived ease of use influences perceived usefulness to use e-learning 
more strongly for women than men.
In essence it is assumed that women after they perceive the e-learning system to 
be easy to use and navigate are more likely to have positive feelings about using 
e-learning as a mode of instruction and rate it as being a useful tool.
H8. Perceived ease of use influences behavioral intention to use e-learning more 
strongly for women than men.
In essence it is assumed that women after they perceive the e-learning system to 
be easy to use and navigate are more likely to make a decision to use it again 
based upon these ease of use perceptions.
To test the effect of the variable gender on the dominants of e-learning 
acceptance factorial comparisons were done and these are reported in table 9 
and the Pearson product moment correlation was used to establish relationships 
amongst dominants and is reported in tables 10, 11, 12, 13 and 14. 
Table 9 shows the results of the analysis of the various dominants of e-learning 
acceptance between men and women. The table shows that for the determinant 
of computer self-efficacy the average scores for the males is 7.90 and for women 
is 8.40. This would indicate that women are significantly more positive in the 
computer-self efficacy determinant to use e-learning more than men. In as far as 
the perceived usefulness determinant is concerned table 9 shows that the 
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average scores for the males is 8.32 and for women is 8.99. This would indicate 
that women are significantly more positive in their rating of the usefulness of e-
learning more than men.
Table 9 shows the results of the analysis of the various dominants of e-learning 
acceptance between men and women. The table shows that for the determinant 
of perceived ease of use the average scores for the males is 7.62 and for women 
is 7.830. This would indicate that women are significantly more positive in their 
perceptions of the easy to use of e-learning more than men. Finally in as far as 
the behavioral intention to use determinant is concerned table 9 shows that the 
average scores for the males is 3.57 and for women is 3.80. This would indicate 
that women are significantly more positive in their rating of their intention to use 
e-learning again more than men.
With these results in mind sub - section 5.3.2.1 to 5.3.2.5 will test hypothesis 2, 
3, 5, 7 and 8. 
5.3.2.1 Testing of hypothesis H2
Table 10 shows a statistically significant cross correlation exists between 
computer self-efficacy and perceived usefulness, these results also show that the 
level significance is stronger for women than men as also supported by the 
differences in the factorial comparisons as shown in table 9.
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Table 10: Pearson Correlation Coefficients of computer self-efficacy 
influencing perceived usefulness of e-learning acceptance
Perceived usefulness         Computer self-efficacy       Gender - Women
Perceived 1.000 .304*         -.104
usefulness
Computer .304* 1.000         -.078
Self-efficacy
Gender – Women          -.104 -0.78         1.000
* Statistically significant correlation p-value <0.05
Table 10 illustrates that there are significant (p < 0.05) correlations between 
computer self-efficacy influencing perceived usefulness of use more strongly for 
women than men (positive correlation) as also supported by the differences in 
the factorial comparisons as in shown table 9. As a result of this the hypothesis 
should not be rejected.
5.3.2.2 Testing of hypothesis H3
As indicated in table 11 a statistically significant cross correlation exists between 
computer self-efficacy and perceived ease of use more strongly for women than 
men as also supported by the differences in the factorial comparisons as shown 
in table 9.
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Table 11: Pearson Correlation Coefficients of computer self-efficacy 
influencing perceived ease of use of e-learning acceptance
Perceived ease of use         Computer self-efficacy       Gender - Women
Perceived 1.000 .219*         -.5.67
ease of use
Computer .219* 1.000         -.2.44
Self-efficacy
Gender - Women          -.5.67 -0.78         1.000
* Statistically significant correlation p-value <0.05
Table 11 illustrates that there are significant (p < 0.05) correlations between 
perceived ease of use influencing computer self-efficacy of use more strongly for 
women than men (positive correlation) also indicated in the factorial comparisons 
in table 9. As a result of this the hypothesis should not be rejected.
5.3.2.3 Testing of hypothesis H5
As indicated in table 12 a statistically significant cross correlation exists between 
computer self-efficacy and perceived ease of use more strongly for women than 
men.
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Table 12: Pearson Correlation Coefficients of perceived usefulness 
influencing behavioral intention of use of e-learning acceptance
Perceived usefulness         Behavioral intention to use       Gender - Women
Perceived 1.000 .583*                  -.140
usefulness
behavioral .583* 1.000                 -.2.44
intention to use
Gender - Women           -.203 -012                 1.000
* Statistically significant correlation p-value <0.05
Table 12 illustrates that there are significant (p < 0.05) correlations between 
perceived usefulness influencing behavioral intention of use more strongly for 
women than men (positive correlation) as also shown by the factorial 
comparisons in table 9. As a result of this the hypothesis should not be rejected.
5.3.2.4 Testing of hypothesis H7
As indicated in table 13 a statistically significant cross correlation exists between 
perceived ease of use and perceived usefulness more strongly for women than 
men.
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Table 13: Pearson Correlation Coefficients of perceived ease of use 
influencing perceived usefulness of e-learning acceptance
Perceived ease of use         Perceived usefulness         Gender – Women
Perceived 1.000 .374*         -.190
ease of use
Perceived .374* 1.000         -.089
usefulness
Gender - Women -.571 -360         1.000
* Statistically significant correlation p-value <0.05
Table 13 illustrates that there are significant (p < 0.05) correlations between 
perceived ease of use influencing perceived usefulness of use more strongly for 
women than men (positive correlation) as also shown in the factorial 
comparisons in table 9. As a result of this the hypothesis should not be rejected.
5.3.2.5 Testing of hypothesis H8
As indicated in table 14 a statistically significant cross correlation exists between 
perceived ease of use and perceived usefulness more strongly for women than 
men.
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Table 14: Pearson Correlation Coefficients of perceived ease of use 
influencing behavioral intention of use of e-learning acceptance
Perceived ease of use         Behavioral intention to use         Gender - Women
Perceived 1.000 .517*                 -.051
ease of use
Behavioral .517* 1.000                 -.512
Intention to use
Gender – Women         -.156 -818                1.000
* Statistically significant correlation p-value <0.05
Table 14 illustrates that there are significant (p < 0.05) correlations between 
perceived ease of use influencing behavioral intention of use more strongly for 
women than men (positive correlation) as also shown and supported in table 9. 
as a result of this the hypothesis should not be rejected.
All these results provide for statistical support for hypothesis 2, 3, 5, 7 and 8. 
These hypothesis are subsequently accepted as show (p < 0.05) correlations and 
yielding a positive relationship and the hypothesis should not be rejected.
5.3.3 Regression Analyses
In order to further test hypothesis 2, 3, 5, 7 and 8 which has been supported by 
the Pearson Product-Moment Correlation Coefficients (Neuman, 2003) and 
factorial comparisons to be statistically significant in sections 5.3.2.1 to 5.3.2.5, a 
regression analyses was conducted. All of the regression models attempt to 
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predict the level of influence between dominants of e-learning acceptance and 
gender.
The process of fitting the regression models were as follows: scores on the 
dominants of e-learning acceptance identified in 5.3.2.1 to 5.3.2.5. After this 
process one by one each of these dominants are added to the model to assess 
the influence of gender on these dominants. The contribution of each of these 
dominants was assessed. This process is outlined in table 15.
121
Table 15: Stepwise Regression Procedure for using the dominants of e-
learning acceptance and gender as a predictor variable.
Model       Variable                                                                 Variable                               Method
                 Entered                                       Removed                
1              Gender, computer self-efficacy *                                   -           
* All variables entered
Dependent variable: perceived usefulness
Stepwise (Criteria:                         
probability of F to enter 
<=0.50, Probability of F to 
remove > = .100).
2             Gender, computer self-efficacy *                                   -           
* All variables entered
Dependent variable: perceived ease of use
Stepwise (Criteria:                         
probability of F to    enter 
<=0.50, Probability of F to 
remove > = .100).
3             Gender, perceived usefulness *                                    -           
* All variables entered
Dependent variable: behavioral intention to use
Stepwise (Criteria:                         
probability of F to    enter 
<=0.50, Probability of F to 
remove > = .100).
4   Gender, perceived ease of use *                                 -           
* All variables entered
Dependent variable: perceived usefulness                 Stepwise (Criteria:                         
probability of F to    enter 
<=0.50, Probability of F to 
remove > = .100).
5           Gender, perceived ease of use *                                    -           
* All variables entered
Dependent variable: behavioral intention to use Stepwise (Criteria:                         
probability of F to    enter 
<=0.50, Probability of F to 
remove > = .100).
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While table 15 shows the procedure followed in a stepwise regression, table 16 
shows the effect of adding additional variables. The adjusted R squared indicates 
how much variation in the level of influence the predictor variable gender has on 
the particular dominant of e-learning acceptance. For example a R-squared of 
0.99 means that 99% of the variation was explained by the model in question.
The R squared is a measure of how much variation in the level of acceptance is 
predicted by the independent variable table 16 illustrates the R squared for each 
of the models fitted in the stepwise regression outlined above.
Table 16: R squared for each step in the regression process.
Model          R                   R square                    Adjusted R square      Std. Error of the estimate
1         .314 *       .099 .089 3.05
2         .468 **       .219                           .211                                2.19
3                   .583 ***            .340                                      .333                                1.25
4                   .374 ****          .140                                      .131                                2.98
5                   .517 *****         .267                                      .259                                1.32
* Predictors: (Constant), Gender - Women, Computer self-efficacy. Dependent variable: 
Perceived usefulness.
** Predictors: (Constant), Gender - Women, Computer self-efficacy. Dependent variable: 
Perceived ease of use.
*** Predictors: (Constant), Gender - Women, Perceived usefulness. Dependent variable: 
Behavioral intention to use.
**** Predictors: (Constant), Gender - Women, Perceived ease of use. Dependent variable: 
Perceived usefulness.
***** Predictors: (Constant), Gender - Women, Perceived ease of use. Dependent variable: 
Behavioral intention to use.
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Model 1 consists of computer self-efficacy as a predictor of scores perceived 
ease of use. Model 2 consists of computer self-efficacy as a predictor of scores 
perceived ease of use. Model 3 consists of perceived usefulness as a predictor 
of scores behavioral intention to use. Model 4 consists of perceived ease of use 
as a predictor of scores perceived usefulness. Finally model 5 consists of 
perceived ease of use as a predictor of scores behavioral intention to use. As 
can be seen from table the predictor variables in model 3 explain 33 percent of 
the variation of scores on the behavioral intention to use.
The general equation for a regression model is Y = α + β1 x1 + β2 x2+ε   where Y 
is the variable that is to be predicted (the dependent variable), x1, x2 are the 
independent variables used to predict Y, β1 is the regression coefficient 
corresponding to the predictor variable x1 , α is a constant value and ε is an error 
term.  The regression equation for model 3 is constructed using the parameters 
in table 17.
Table 17: Regression parameters and diagnostics
Model                Unstandardized               Standardized
                 coefficients coefficients
                            B Std. error                                Beta                         t           Sig
           Constant                          6.196           .729                                                                   8.497        .000
1      Computer self-efficacy        .333             .078                                        .297                     4.279       .000
Gender - Women                       -.520             .445                                       -.081                    -1.169        .244
Dependant variable: Perceived usefulness
           Constant                         4.450            .522                                                                   8.528         .000
2      Computer self-efficacy      .402               .056                                         .468                    7.238         .000
Gender - Women                     -.286               .318                                        -.006                    -.090         .929 
 Dependant variable: Perceived ease of use
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        Constant                          1.298              .288                                                                  4.504         .000
3   Perceived usefulness          .278                .028                                        .582                   9.766           .000
Gender - Women                     .370                .182                                       -.012                    -.203           .839
Dependant variable: Behavioral intention to use
        Constant                        5.326 .759 7.015           .000
4   Perceived ease of use        .468                .088     .360                  5.313           .000
 Gender - Women                   -.571                .434                                        -.089                 -1.317         .190 
Dependant variable: Perceived usefulness
 Constant                     1.306             .335                              3.901            .000
5     Perceived ease of use       .318              .039     .512                  8.192            .000
Gender - Women                      -156              .191                                        -.051                   -.818           .414
Dependant variable: Behavioral intention to use
The equation used to predict the influence of computer self-efficacy (Model 1) 
towards perceived usefulness of women to men is given by:
Perceived usefulness = 6.196 + 0.333 (computer self-efficacy) – 0.520 (Gender -
Women)
By substituting the actual constant, computer self-efficacy and gender into the 
equation one would get a predicted value of the level of influence of computer 
self-efficacy to perceived usefulness. As can be seen in table 16, all estimated 
coefficients are significant and each of the models is therefore acceptable (see 
“Sig.”).
Table 15, 16 and 17 should be viewed in a step by a step format. Table 14 aims 
to further test the regression analyses of following hypothesis; H2; H3; H5; H7 
and H8 which have been supported by the Pearson Product Moment 
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Correlations in section 5.3.2. Where table 15 shows the stepwise regression 
procedure between variables table 16 shows the adjusted R squared value which 
is an indication of how much variation in the level of influence the predictor 
variable Gender - Women has on the particular dominants of e-learning 
acceptance. These R values in table 16 then used in the regression parameters 
and diagnostics calculation yielding results showing significant correlations and 
thus serving as a basis to accept the following H2, H3, H5, H7 and H8. These 
results are based upon tables 15, 16 and 17 are summated in table 18.
Table 18: Results of Hypothesis testing
Hypothesis Result
2 Accepted
3 Accepted
5 Accepted
7 Accepted
8 Accepted
5.4 CHAPTER SUMMARY
In this chapter, the results of the statistical analyses conducted were presented in 
order to accept or reject the hypothesis presented in chapter 4 by summarizing 
the results from the biographical information followed by an item analysis of the 
E-learning Acceptance Measure. The correlation analysis and the regression 
analyses were presented and a model equation was fitted in order to explain the 
results of the hypothesis.
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The following chapter will, based on the results presented in this chapter, present 
a discussion of the implications of the statistical findings in terms of the current 
study.  
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CHAPTER 6
CONCLUSIONS, LIMITATIONS & RECOMMENDATIONS 
6.1 Introduction
The current study investigated e-learning acceptance in selected South African 
companies. In chapter five the research questions and hypothesis were 
described with regards to the dominants e-learning acceptance which include; 
computer self-efficacy, perceived usefulness, perceived ease of use and 
behavioral intention to use. In chapter six the results of various statistical 
procedures to investigate these dominants of e-learning acceptance against 
gender were presented. This chapter constitutes the last aim of the research by 
seeking to make conclusions. Thereafter the study is evaluated in terms of some 
limitations, and the chapter is concluded with recommendations for future 
research.
6.1 CONCLUSIONS
This section will report on the conclusions of the study. These will be reported in 
two sections; conclusions based on the literature study and conclusions based 
on the empirical study.
6.1.1 Conclusions on the literature
The researcher noted that there was statistical significance to support the 
hypothesis that positive correlations exist between ratings of computer self-
efficacy on gender more especially in women than in men. Though the use of 
computers and related activities has been viewed as a "male domain" (Brosnan 
& Davidson, 1996; Panteli, Stack & Ramsay, 1999) or "something for boys" 
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(Reinen & Plomp, 1996) the findings from this study shows that women are 
confident enough to use computer technology to complete work related tasks in 
as far as computer self-efficacy, perceived ease of use, perceived usefulness 
and behavioral intent to use is concerned. Furthermore the results showed that 
perceptions computer self efficacy and perceived ease of use were more salient
to women than for men disproving the view that women exhibit lower levels of 
self-efficacy/computer self-efficacy towards computers or the Internet (Durndell & 
Hagg, 2002; Whitely, 1997).
Perceived usefulness was defined as the degree to which a person believes that 
using a particular technology would enhance his or her job performance (Davis, 
1989). In as far as this construct is concerned it was noted that there was 
statistical significance to support the hypothesis that women have a higher rating 
of perceived usefulness scores of e-learning than men.
The study did not support the work of Koohang (1989) as well as Shashaani and
Khalili, (2001) who previously had found that in education research gender 
differences in perception of usefulness of computer technologies for male college 
students more useful (higher) than female students. The study showed that 
computer self-efficacy appeared to be a significant determinant of perceived 
usefulness and perceived ease of use for women using e-learning than men.
Perceived ease of use was defined as the degree to which a person believes that 
using the system would be free of effort (Davis, 1989). In as far as this construct 
is concerned it was noted that there was statistical significance to support the 
hypothesis that women’s rating of perceived ease of use of e-learning is higher 
than men. In essence this meant that women who used e-learning with great 
ease and free from problems were more likely to use the technology again and 
rated it with great favour
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These findings did not support previous research which showed that men’s rating 
of self-efficacy/computer self-efficacy is higher than women’s (Comber, 1997; 
Durndell et al., 2000; Durndell & Hagg, 2002; Whitely, 1997). To try and explain 
this the work of Moon and Kim (2001) points out computer technology that is 
easy to use will be less threatening to the individual, implying that women in the 
sample of selected South African companies find it easy to use the e-learning 
system when it is perceived to add great value and they have sufficient computer 
proficiency.
The findings from the research did support views that have show that perceived 
usefulness has a positive effect on behavioral intention to use (Davis & Meyer, 
1989; Venkatesh, 1999, 2000; Venkatesh & Davis, 1996; Venkatesh & Davis, 
2000; Venkatesh & Morris, 2000). A positive correlation was established from the 
study to support these views from literature.
As to the relationship between computer self-efficacy and perceived usefulness, 
the research study shows that significant influences of computer self-efficacy on 
outcome expectations in perceived usefulness and this is also empirically 
examined and supported in previous studies (Compeau & Higgins, 1995). Finally, 
as stated, earlier intentions are a proximal predictor of an action (Ajzen, 1991)
and these can determine whether the behaviour is repeated or not. In as far as 
this construct is concerned it was noted that there was statistical significance to 
support the hypothesis that women’s rating of behavioral intent of use was higher 
in women than men.  
The research also revealed that men’s perceptions of usefulness was less direct 
and salient than women’s in determining behavioral intention to use e-learning. 
This finding suggests that women tend to concentrate more on the usefulness of 
a new technology and weigh the merits of using it before they decide to use it 
again.
130
The conclusions based on the analysis of the data are:
 Gender differences were found in terms of the dominants of e-learning 
acceptance namely computer self-efficacy, perceived usefulness, 
perceived ease of use and behavioral intention of use. However, the 
extent to which the extent of culture and age influences these dominants 
of e-learning acceptance is area for further research.
 there are statistically significant positive correlations between the 
dominants of e-learning acceptance namely computer self-efficacy to 
perceived usefulness; computer self-efficacy to perceived ease of use; 
perceived usefulness to behavioral intent to use; perceived ease of use to 
perceived usefulness and finally perceived ease of use and behavioral
intention to use.
A general conclusion from this study is that there is in fact a relationship between 
dominants of e-learning acceptance and gender. The ability to accept e-learning 
in the workplace appears to be dependant on an interaction of factors.
6.1.2 Conclusions based on the empirical study 
The measurement of findings in computer self-efficacy, perceived usefulness, 
perceived ease of use and behavioral intention to use supported the literature in 
it being influenced by gender and also the developers of the instrument (Ong & 
Lai, 2006).  The instrument used for the study was the “E-learning Acceptance 
Measure” by Ong and Lai (2006). The results of the item analyses indicate that 
the instrument has a high structural validity. The instrument consisted of 5 
sections which include a biographical section, computer self – efficacy section, 
perceived ease of use section, perceived usefulness section and behavioral
intent of use section. Reliability of the instrument was evaluated using 
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Cronbach’s alpha. All the values of the factors were above 0.80 exceeding the 
common threshold value recommended by various authors (Nunnally, 1978; 
Soutar, McNeil & Molster, 1995).  Finally it can be concluded from the empirical 
tests conducted that the “E-learning Acceptance Measure” by Ong and Lai 
(2006) is reliable and consistent instrument to measure determinants of e-
learning acceptance in sample of trainees.
6.2 LIMITATIONS
The current study did find the influence of gender on dominants of e-learning 
acceptance and relationships existed between these dominants. Some limitations 
need to be taken into consideration when interpreting findings.
Firstly, although gender was used as a dependent variable further research is 
needed in order to identify the impact of cultural and age groups on the 
dominants of e-learning acceptance. Secondly, although the sample was 
relatively high (N = 192), further research needs to be conducted on different 
populations of other organizations as the findings of this study apply only to the 
population that the sample was drawn.
Thirdly, investigating e-learning acceptance based on gender is a new topic for 
human resources practioners especially in South Africa. The findings and their 
implications presented in this report were from a single study that targeted a 
specific group in the South African work place. Thus, caution needs to be taken 
when generalizing the findings to other groups or different organizations.
Finally the study can be drawn from a similar study by Ong and Lai (2006) who 
noted that studies of this nature are usually a snapshot research approach. So 
additional research efforts are needed to evaluate the validity of the findings. The 
same authors cite how longitudinal evidences might enhance an understanding 
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of the causality and interrelationships between variables, factors which could be 
important in e-learning acceptance.   
The limitations of the study have been explained, the implications for future use 
will now be addressed.
6.3 RECOMMENDATIONS
While this study found significant relationships between dominants of e-learning 
acceptance, further research is needed in order to ascertain how culture and age 
influences computer based instruction. Further more it would be beneficial to 
conduct a longitudinal study to see if these dominants of e-learning acceptance 
change over time.
Based on the current study, it may be beneficial to conduct a study of the 
dominants of e-learning acceptance in certain industrial sectors and make 
comparisons from these. In conclusion, e-learning has the potential to play a 
critical role in equipping employees with the skills they need to succeed in the 
knowledge based economy and it is regarded as a most critical activity for 
organizations (Ong & Lai, 2006). An understanding of e-learning acceptance 
based upon gender would help human resources practioners to understand the 
different learning styles as well as come up with interventions to help trainees.
Managers and co-workers, moreover can realize the same e-learning systems 
may be perceived differently by gender and then improve user acceptance by 
enhancing the techniques of e-learning and the process by which they are 
implemented (Ong & Lai, 2006). Before the implications of the study can be 
considered it is necessary to address the limitations of the study.
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The research offers several implications for e-learning management to human 
resource practioners and these will now be discussed. It was noted that to 
increase the effectiveness of e-learning in the workplace it is important for users 
to perceive that the system is useful to enhance job perfomance or productivity. It 
was also noted that there is need to provide useful content using learning 
principles that can help enhance the learning experience and further encourage 
trainees to use e-learning once again. The e-learning system needs to be user-
friendly to encourage perceived ease of use and usefulness for respondents.
As far as the construct of computer self-efficacy is concerned the human 
resources practioners in organizations using e-learning need to introduce training 
courses to increase the familiarity with computing techniques hence develop 
sufficient computer literacy to use the system. The results of this research did 
show and support that computer self – efficacy influences perceived usefulness 
and perceived ease of use hence the need to address basic computing skills for 
trainees.
The majority of males and females reiterated their commitment to use e-learning 
again as a medium of training. Factors that might encourage this would include 
the use of simple, clear and concise learning content. Where the learning 
material is used on a global scale organizations are encouraged to come up with 
relevant local content to facilitate the learning process within the South African 
context, because these factors may influence the behavioral intent of use. 
Factors that may influence perceived ease of use would include disturbances 
happening within the organization. Training rooms and facilities need to be free 
from all disturbances that may impede the learning process. If the perceived 
ease of use is affected this may have a bearing on trainee perceptions towards 
usefulness of the learning package. By encouraging an environment free from 
disturbances this may help trainees to engage in e-learning with more comfort.
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The research did show useful results that can help South African companies 
using e-learning as a medium of training. This chapter has introduced the 
conclusions and findings from the research and has also gone to offer 
recommendations and implications for organizations. By adhering to these issues 
these may help organizations and human resources practioners using e-learning 
as a training tool.
6.4. SUMMARY
A theoretical and empirical investigation of e-learning acceptance in selected 
South African companies is the focus of the present study. The findings indicate 
that gender does influence the following dominants of e-learning acceptance; 
computer self-efficacy, perceived usefulness, perceived ease of use and 
behavioral intention to use. Strong empirical evidence exists to show that 
correlations exist between these dominants of e-learning acceptance.  The 
chapter has discussed conclusions based on the literature review and empirical 
findings from the study. The section ended by making recommendations and 
highlighting the limitations to the study.
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E-LEARNING ACCEPTANCE QUESTIONAIRRE (Ong and Lai, 2006)
The purpose of this questionnaire is to measure gender perceptions towards e-learning acceptance 
in your company. Please complete this questionnaire to the best of your ability by placing an “x” 
to the answer that meets your response. You participation in this research is greatly appreciated. 
The questionnaire should take you less than 5 minutes to complete.
2. Computer Self-Efficacy
I could complete my learning activities using the e-
learning system…
Strongly 
Agree Agree Neutral Disagree
Don’t 
Know
2.1 If I had never used a system like it before. 1 2 3 4 5
2.2 If I had only the systems manual for reference. 1 2 3 4 5
2.3 If I had never seen someone else using it before 
trying it myself. 1 2 3 4
5
2.4 If I had the built-in-help facility for assistance. 1 2 3 4 5
3. Perceived Usefulness
3.1 Using the e-learning system improves my job 
performance. 1 2 3 4
5
3.2 Using the e-learning system enhances my 
effectiveness in my job. 1 2 3 4
5
3.3 Using the e-learning system in my job improves 
productivity. 1 2 3 4
5
3.4 I find using the e-learning system to be useful in 
my job. 1 2 3 4
5
4. Perceived Ease of Use
4.1 My intention with the e-learning system is clear 
and understandable. 1 2 3 4
5
4.2 Interacting with the e-learning system does
 not require a lot my mental effort. 1 2 3 4
5
4.3 I find the e-learning system to be easy to use. 1 2 3 4 5
4.4 I found to get the e-learning system to do what I 
want to do. 1 2 3 4
5
5. Behavioral Intention to use
5.1 Assuming I had access to the e-learning system, 
I intend to use it. 1 2 3 4
5
5.2 Given that I had access to the e-learning 
system, I predict I would use it. 1 2 3 4
5
1. Biographical Information
1.1Sex Male 1 Female 2
1.2 Home Language English1 Afrikaans  2 Xhosa  3 Zulu  4 Other 5
1.3 Computer Knowledge Great    1 Good        2 Average 3
Not so 
good 4
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APPENDIX B: Letter of Invitation to companies
To: The Human Resources Manager
From: Willie Tafadzwa Chinyamurindi
Date: 2 May 2006
Subject: Invitation to take part in electronic learning acceptance research.
Good day, my name is Willie Chinyamurindi a masters research student in the 
department of industrial psychology at the Nelson Mandela Metropolitan 
University in Port Elizabeth. I am conducting a study investigating electronic 
learning acceptance in companies in South Africa and would like to extend an 
invitation to your company to take part in this study.
The study basically comprises filling out a questionnaire that would not take more 
than five minutes to complete. The questionnaire seeks to solicit responses 
concerning e-learning acceptance amongst a group of trainees that have used 
this mode of instruction prior. The questionnaire is adapted from a previous 
international study by Ong & Lai (2006) which measured e-learning acceptance 
against four determinants which are computer self-efficacy, perceived 
usefulness, perceived ease of use and behavioral intention to use.
I would appreciate it if you could respond at the earliest to the following email 
address: wchinyamurindi@yahoo.com
Yours sincerely
Willie Tafadzwa Chinyamurindi
Researcher
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APPENDIX C: Screen-shot of online questionnaire
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APPENDIX D: Permission to use instrument letter
??? Permission to use instrument
J.-Y. Lai <jylai@dragon.nchu.edu.tw>
Friday, January 26, 2007 3:32:19 AM
To:willy chinyamurindi <wchinyamurindi
Hi, Chinyamurindi 
 Any academic use of this instrument is very welcome. However, 
commercial use of it is prohibited. 
Best regards, 
J.Y La
On Wednesday 24, January 2007 8:12:13 AM wchinyamurindi@yahoo.com wrote
Good Day 
My name is Willie Chinyamurindi - I am a masters research student at the Nelson 
Mandela Metropolitan University and would kindly ask for permission to use your 
instrument on a study you conducted on Gender differences in perceptions and 
relationships among dominants of e-learning acceptance. I already was in contact with 
you last-year and you did give verbal permission to use your measure, is it possible I 
could have it in writing.
As a researcher I promise I will not use your instrument for any commercial purposes 
except for the reasons of research only. I would be grateful if you could assist in this 
regard. 
Regards 
Willie Chinyamurindi 
